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Abstract 
The research presented in this report investigated a paradox in the Chinese labor market that can be 
summed up as a “shortage amid plenty”. China produces the highest number of university graduates 
in the world. In fact the numbers are so vast that up to 40% of the graduates fail to find employment 
following graduation. At the large western multinational corporations in China find it difficult to 
recruit highly educated labor that is fit to work in a multinational corporation. In fact only 3-10% of 
the Chinese university graduates are estimated by the western MNCs to be fit for employment in a 
western MNC. 
To research the cause of this paradox the theories of Fit and Impression management are outlined 
and discussed, this theoretical framework is supplemented by contextual data on the recruitment 
process of MNCs, two job advertisement surveys on the minimum requirements of MNC employment, 
discussion of the influence of the Chinese cultural aspects of Confucianism and Face, as well as the 
influence of the Chinese education system, and the one child policy. 
All of these factors combine in an analysis and discussion of the extent to which Chinese university 
graduates fit the minimum requirements of employment in MNCs, and the impact of impression 
management on MNC recruiter’s evaluations of Fit. 
The research reaches the conclusion that there is insufficient evidence to state that Chinese graduates 
are not fit for employment in MNCs, but since the impression has been created that the Chinese 
graduates are not fit for recruitment, this evidence is irrelevant as fit is determined subjectively and 
exclusively based on the impressions of the recruiter. 
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Chapter 1 INTRODUCTION   
1. Subject   
The subject area of this report is talent recruitment in China. The report researches the factors 
which influence talent recruitment decisions, and thus determine the recruitment decisions of 
western MNCs in China. Specifically the report covers the theoretical perspectives of Goffman’s 
(1959) Impression Management theory and Fit theory also known as Person-Environment fit 
theory. Critical reflection and discussion of the theories is supplemented by application to the 
analysis of the problem investigated, the result is a deeper understanding of the fundamental 
elements that determine talent recruitment in practice. Specifically the importance of the 
impressions recruiters have about the abilities of the candidates is demonstrated, and the results 
of the research therefore question whether or not it is possible to objectively determine fit.   
2. Problem area 
Numerous consultancy firms that have conducted research on the Chinese talent market state 
that the majority of western multinational corporations (MNCs) in China are facing talent 
shortages and that the situation will become even worse before it gets better (Manpower 2006, 
Farrell and Grant 2005, Lane and Pollner 2008). 
According to a McKinsey Global institute report less than 10% of the total labour force of highly 
educated mainland Chinese are considered suitable for working in western MNCs (Farrell and 
Grant 2005). In numbers this translates into around 1.2 million university graduates out of a total 
15.7 million of them are currently employed (Wellins and Schweyer). This is far less than demand 
for talent that has increased rapidly along with China’s economic development. Statistically 
speaking, China’s GDP growth rate has been at around 9% annually for the last 20 years (World 
Bank 2006), and as a result around 90% of the worlds top 500 MNCs now have representative 
offices in China (Manpower 2006; Wellins and Schweyer), It is obvious that MNCs’ demand for 
talent is high, and it is puzzling how the talent pool can be so relatively small in a country with a 
population of 1.3 billion and a vast supply of new university graduates entering the labor market 
every year.  
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As a consequence of China’s fast economic development and high demand for but limited supply 
of talent, there is currently a veritable talent war going on in China, with qualified talent being 
pursued and headhunted aggressively, and salaries consistently increasing by as much as 30-50 
percent per year, even for talent that has only been working for a few years. (Downing, Rouleau, 
Stuber 2008) 
Thus on the one hand, a massive over-supply of university graduates is creating unemployment 
and salary deflation; while on the other hand a serious under-supply of qualified and talented 
university graduates, is creating high employee turnover, and salary inflation. How is it that these 
two situations can co-exist within the same labour market?   
This is an obvious paradox, which often is referred to as a ‘shortage amid plenty’. This warrants 
further investigation. It is therefore necessary to document the extent and scope of the problem 
by take a closer look at needed figures and issues involved. To do so some critical questions must 
be asked. First, how serious are the problems with university graduate unemployment? Secondly, 
how high is actual demand for talent from western MNCs in China?  
2.1. Supply of Highly educated labour  
The people's republic of China is now the biggest producer of university graduates in the world. 
According to statistics from China’s Academy of Social Sciences
1
 and the Chinese ministry of 
education, university graduation in China has increased from around 1 million individuals in 2000, 
and 1.45 million in 2002 (Zhou and Jing 2009), to 5.6 million in 2008, and around 6.1 million in 
2009. For 2011 the number is predicted to reach 7.6 million per year (Wu 2009).  
According to McKinsey’s research report “Addressing China’s Looming Talent Shortage”, in 2003 
there are around “8.5 million young professional graduates with up to seven years’ work experience and 
additional 97 million people that would qualify for support-staff positions” (Farrell and Grant 2005). 
Even though China has experienced yearly GDP growth rates of around 9% for the last 20 years 
(Downing, Rouleau, Stuber 2008), domestic demand of knowledge intensive positions for highly 
educated labour has been unable to keep up with the increase in university graduation. 
                                                           
1
 A governmental institution in China also referred to as CASS which routinely publishes information and statistics on 
Chinese university education and employment 
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Government statistics showed that in 2008 less than 70% of graduates were able to find suitable 
employment, resulting in 1.5 million unemployed graduates (Wu 2009). In 2009 an estimated 2-3 
million graduates failed to find work, bringing graduate unemployment up to around 40%.  (Zhou 
and Jing 2009; Wu 2009) 
MNCs’ demand for talent 
Exact figures are hard attaining for actual western MNCs in China’s demand for talent in different 
levels of their organization, however a number of indicators may serve as proxies from which an 
estimate may be derived. 
One indicator is the extensive increase of salary and compensation MNCs offer to newly hired 
employee. Research shows that 27% of employees at MNCs receive salary increases of around 
50% when changing jobs, and newly hired employees are consistently offered up to 50% more 
than what their colleagues receive (Downing, Rouleau, Stuber 2008; Korn/Ferry International 2007)  
Another important indicator is employee turnover, as this number may indicate the aggressive 
hiring by other firms, and an employee’s estimate of personal prospects in the labour market. 
Consulting company Hewitt’s report indicate that the average turnover rate in China has increased 
from 9% in 2001 to about 14% in 2006 (Downing, Rouleau, Stuber 2008). 
Finally an estimate conducted of MNC demand from 2003-2008 states that demand for talent 
from the largest MNCs in that period totaled 750.000 out of 1.200.000 suitable candidates, thus 
these MNCs were estimated to take up around 60% of the available labour pool, without even 
including demand from Chinese enterprises as well as smaller multinational and international 
firms. (Farrell and Grant 2005) 
As all the figures documented, it seems like there are serious problems with unemployment for 
Chinese university graduates, yet at the same time MNCs are not able to find enough talent to fill 
the positions.  Therefore the following problem formulation has been presented: 
3. Problem formulation  
What causes western MNCs in China to be unable to fulfill their demand for qualified talent, 
given that there is a surplus of highly educated university graduates available for recruitment?  
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3.1. Elaborations 
Western MNCs in China refers to multinational corporations in this project from outside China, 
specifically the U.S, and European countries. According to the Oxford Dictionary, Multinational 
means “operating in several countries” (AskOxford-1) therefore a MNC is usually referred to as 
successful business enterprises, which have representative offices all over the world and according 
to UN data, some 35,000 firms have direct investment in foreign countries, and the largest 100 of 
them control about 40% of world trade. (BusinessDictionary) The referred MNCs are not to be 
confused with foreign invested enterprises (FIE) which are not chosen for this project, as FIEs do 
not necessary have multinational operations. It is also important to note that there are also a 
number of large Chinese MNCs, however in this project a MNC or MNCs only refers to western 
MNCs. Any exceptions will be stated clearly.    
Highly educated Chinese university graduates refers to individuals who were born in China and 
have received a higher education in China, such as a bachelor, master, PhD or MBA degree, 
furthermore these individuals have spent the majority of their adult lives living, studying, or 
working in China. This group of people is commonly referred to as Chinese mainland highly 
educated locals. Specifically the highly educated university graduates referred to in the research 
are university graduates whom have graduated in or after the year 2000. This is typically the group 
that has experienced increased competition for employment, increasing university enrollment, the 
impact of the one child policy, as well as been educated in the contemporary Chinese education 
system. Thus the research of the project is most applicable to this group. 
At times this group will be referred to in other terms such as the candidate(s), the Chinese 
graduates, or simply the graduates. Unless stated otherwise this should all be interpreted as 
referring to this group of highly educated Chinese university graduates. 
Qualified Talent generally refers to the highly educated Chinese labor that can fulfill the western 
MNCs’ work requirements. According to Oxford Dictionary, talent means “people possessing such 
aptitude or skill” (AskOxford-2). And the consultancy company McKinsey has given a definition on 
the this aptitude or skill which is quoted below. 
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“In the most general sense, talent is the sum of a person’s abilities-his or her intrinsic gifts, 
skills, knowledge, experience, intelligence, judgment, attitude, character, and drive. It also 
includes his or her ability to learn and grow.”  
“Defining great managerial talent is a bit more difficult…that managerial talent is some 
combination of a sharp strategic mind, leadership ability, emotional maturity, 
communications skills, the ability to attract and inspire other talented people, 
entrepreneurial instincts, functional skills, and the ability to deliver results.” (Michaels, 
Handfield-Jones, Axelrod 2001) 
The quoted definition of talent is the one used in the research. Moreover the skills that MNCs 
demand from Chinese candidates are investigated by two surveys collecting a total of 230 online 
job advertisements by MNCs in China.  
4. Hypothesis  
Considering the scope of the problem and the costs for MNCs of engaging in the competition for 
existing talent, it is surprising how little academic work has been done on trying to explain or 
understand this problem. Most of the explanations that do exist are vague, and refer to causality, 
which at best only explains part of the problem, and rarely leads to a deeper understanding. Some 
of the explanations that have been encountered are outlined below:  
Work experience is a commonly given reason. The qualified talent that is in so high demand by the 
western MNCs are typically those whom have been working for MNCs since around the days of the 
open door policy, when foreign direct investment (FDI) began coming into China (US country 
studies).
2
 This very limited group of individuals is based on their accumulated work experience 
believed to understand both western and Chinese corporate culture. As such these individuals are 
argued to understand advanced business ethics, processes and systems, and the ability to manage 
a global team, while at the same time being able to manage a global team in the high growth 
environ that is China today. (Korn/Ferry international 2007)
3
 
This explains quite well the high demand for this very limited group qualified talent, but the 
explanation does not account for why less than 10% of Chinese graduates are considered suited 
                                                           
2
 The open door policy was instigated in 1982 by China’s unofficial leader Deng Xiaoping. The policy completely 
reversed China’s policy on foreign investment and trade, shifting China from being a very closed communist economy, 
to a wide-open market economy. (US country studies: Reform of the Economic System, Beginning in 1979) 
3
 OVERCOMING THE CHALLENGES OF RECRUITING AND RETAINING TALENT IN CHINA’S LIFE SCIENCES MARKET 
(Korn/Ferry international 2007) 
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for employment in MNCs. (Farrell and Grant 2005) Can it really be that all positions require 
advanced understanding of western business ethics, and years of work experience?  
Chinese culture or lack of understanding of western culture is another commonly stated reason 
for why so many Chinese graduates are considered unsuited. In particular Confucianism, Guanxi, 
and face are considered to be aspects of Chinese culture, which prevents most graduates from 
being suited for recruitment to MNCs. (Dotlich et al 2010 p. 62) 
Special scorn and mistrust is shown towards candidates that have worked in state owned 
enterprises. These candidates are believed to have incorporated some of the worst traits of 
Chinese relations based business culture, and Confucian ethics. (Manpower 2006; Bjørkman & Lu 
1999 p.20) as well as learned bad working habits.  
The impact of the Chinese education system on graduates’ skills and capabilities is yet another 
commonly stated reason. The main problems being a lack of critical and independent thinking as 
well as a generally very high respect for authority which prevents the graduate from asking 
questions, and challenging the views of professors. According to the presidents of Yale, Oxford, 
and Harvard University these factors all contribute to a generally lower quality of Chinese 
graduates. (Yuan and Shen 2010) 
Moreover the fact-oriented approach of Chinese education reportedly results in graduates that 
are excellent at analytical work, but face serious problems in dealing with open-ended problems, 
and group work. (Bjørkman and Lu 1999 p.20) 
Finally English language proficiency is a notorious problem in China, and due to lack of oral training, 
the large majority of Chinese graduates also have poor English language proficiency (Manpower 
2006). Therefore the large majority of Chinese graduates are argued to be unsuited for 
recruitment to MNCs, as they are unable to deal with the conditions of work in an international 
organization. 
Finally resume fraud and faking is so widespread that many MNCs find it difficult to trust Chinese 
applicants for positions. Instances of exaggerated resumes, fake testimonials, falsified education 
certificates, and fictitious references are reportedly an alarming trend among Chinese applicants. 
(Downing, Rouleau, Stuber 2008; Zhang 2007; Shi 2010) 
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Increased unemployment further contributes to the incentive for applicants to attempt to engage 
in fraudulent behavior. However what makes this a serious problem is that there are very few 
ways to truly verify information and conduct background checks in China, as this infrastructure 
simply is not in place yet. (Downing, Rouleau, Stuber 2008) 
The combination of these outlined explanations seems to lead to the conclusion that the typical 
highly educated Chinese graduate simply will not be sufficiently qualified to warrant recruitment 
to a MNC. Limited international experience, Chinese culture, a background in an authoritarian 
education system, and low trustworthiness supposedly excludes over 90% of university graduates 
from employment in large MNCs. 
"only 1.2 million of the 15.7 million university graduates China will produce between 2003 
and 2008 will be suitable for employment in large multinational companies" (Farrell and 
Grant 2005) 
One of the McKinsey reports “Making talent a strategic priority” even shows that for graduates 
who have not specialized in either engineering, or finance/accounting, as little as 3% are 
considered suitable for employment by large MNCs. (Guthridge, Komm, Lawson 2008)
4
 
Based on the all the explanations outlined above the following hypothesis is presented. 
H1: The large majority of Chinese candidates do not fit the minimum requirements of 
employment in western multinational corporations in China. 
A critical look at the explanations reveals that they all, to some extent, concern the way in which 
the Chinese candidates are predicted to interact with the MNC.  
The Chinese candidate is assumed to lack an understanding of how to deal with other nationalities, 
be too concerned with building interpersonal relationships, and maintaining face, be too 
intimidated of authority to provide input, and be likely to engage in fraudulent behavior in 
applying for the job. These are all valid concerns, but also all highly dependent on the behavior of 
                                                           
4
 The figures are based on interviews with 83 HR managers, HR agencies, and head of global-resourcing centers. The 
question was asked was “of 100 graduates with the correct degree, how many could you employ if you had demand 
for all?” Out of the 10 large developing countries surveyed China’s figures are clearly the lowest. According to the 
figures showed in this report, prospects for engineers and finance or accounting majors are not much better though. 
10% of engineers and 15% of finance/accounting majors are considered suitable for employment.  
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the individual candidate, but perhaps even more so on the way in which this behavior is 
interpreted by recruiters. 
Therefore it may be that the problem is not with the candidate not possessing the right 
qualification, but rather in the way in which the candidate presents itself to the MNCs. It may be 
that certain types of behavior which are integral parts of Chinese society are interpreted as danger 
signs by MNCs, and therefore lead to an otherwise qualified candidate displaying this type of 
behavior not being selected for employment.  
The way in which a candidate creates and manages an impression towards MNCs may therefore 
be vital for recruitment process. Likewise the way in which MNCs interpret and react to 
impression management conducted by candidates may be vital for candidate recruitment. The 
following hypothesis is outlined to investigate this.  
H2: The recruitment process of western MNCs in China is primarily determined by impression 
management conducted by Chinese candidates, and impression interpretation by western MNCs. 
5. Structure of the report  
The report will be divided into 5 chapters: introduction, methodology, theoretical framework, 
contextual data, analysis and conclusion.  
The introduction Chapter consists of subject, problem area, problem formulation, hypotheses 
and structure of the report, as the purpose is to give the reader a general understanding of 
the problem this project is dealing with, which is to understand and analyze the dilemma and 
challenges faced by western MNCs when recruit qualified talent in China. In order to answer 
the problem formulation, two hypotheses are generated based on studies of the Chinese 
talent shortage problem. These hypotheses form the basis for analysis of the problem 
formulation.  
The methodology of the research is outlined in chapter 2. The methodology contains the 
research design, which is a critical reflection on the choices and limitations of elements in the 
project, and the research method, which is a critical reflection on the collection of data and 
the influence of bias on the research. 
Chapter 3 theoretical framework is divided into 3 sections: Fit theory, impression 
management theory, and theory in the recruitment process. Each contains a critical outline 
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and discussion of the main concepts of the project, as well as their interrelation and 
implications for research of the hypotheses and problem formulation. 
Chapter 4 Context contains vital information concerning Chinese culture and the Chinese 
education system, minimum requirements of entry level MNC jobs in China, as well as the one 
child policy, which all are significant in understanding the extent to which Chinese candidates 
are considered fit for recruitment to westen MNCs, as well as the actions that candidates may 
take in performing impression management.   
In chapter 5 an in-depth analysis of the extent to which candidates fit the minimum 
requirements of entry level jobs in China, and the ways in which impression management by 
the candidate and subjective fit evaluations by the MNC in the recruitment process may affect 
the candidates chances of being considered fit for recruitment. This analysis is carried out by 
combining the insights gained in chapter 4 Context with the theoretical perspectives and 
concepts from chapter 3 Theoretical perspectives, as well as relevant ad hoc background 
information. The analysis results in the insights necessary for answering the problem 
formulation and the hypotheses. 
In chapter 6 the answer to the problem formulation is presented and discussed, furthermore 
reflections on the general perspective of the research conducted in the project are presented. 
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Chapter 2 METHODOLOGY 
The purpose of this project is to conduct thorough research into the outlined problem formulation 
and hypotheses, with the aim of challenging currently held assumptions, and produce new 
knowledge concerning causal relations in the recruitment of Chinese university graduates to 
western MNCs in China. Doing this in an academic and meaningful way necessitates making 
difficult choices as to how the research should be designed and conducted. Primarily these choices 
will concern the unit of analysis, theoretical framework, data, and analytical framework. It could 
be said for all these choices that the aspects, perspectives, and data which is left out is just as 
important, if not more important, than the ones which are chosen. As the assumptions made and 
roads not taken may have shed light on alternative causal relations, possibly challenging the 
findings of this research.  
The aim of this chapter is thus to outline the basis on which the research has been designed, and 
the research methods used in collecting and analyzing data. 
5.1. Research design 
At heart this project is a deductive explanatory study into causality focusing on a paradox 
concerning talent recruitment in China, which constitutes the unit of analysis. A hypothetical-
deductive model is used to structure and guide the analysis into an investigation of two 
explanations of the paradox which both seem credible. 
5.1.1. Explanatory 
An explanatory study of causality was chosen because it was found that there are multiple 
possible explanations for the existence of the paradox.  A general consensus seems to have 
formed among human resources professionals and consultants that the explanation for the 
paradox of “shortage amid plenty” is that Chinese university graduates lack the necessary 
qualifications. This explanation has been outlined as hypothesis 1 (H1). However a critical review 
of the presented causality for H1 revealed that another possible explanation might be the 
impression management conducted in the recruitment process by Chinese graduates towards 
western MNCs. This explanation was then outlined as hypothesis 2 (H2). The research of 
explanations is therefore limited to an analysis of these two hypotheses, as it is believed that they 
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account for a great deal of complexity, and are credible explanations for the existence of the 
paradox.  
Looking exclusively at H1 and H2 consequently, presents a limitation of the research, as other 
credible explanations are possible. The most credible alternative explanations would appear to be: 
1) Western MNCs bias against the quality of Chinese education means that only graduates from 
the top Chinese universities are considered suitable for recruitment, 2) Western MNCs are 
inefficient at tailoring positions in China to fit the qualifications of Chinese talent, the result being 
that Chinese candidates are evaluated on their ability to perform the roles traditionally performed 
by American or European employees in their respective countries.  
5.1.2. Unit of analysis 
The unit of analysis of the research is the interaction, which occurs between Chinese university 
graduates and western MNCs when Chinese university graduates apply for positions in the 
western MNCs. As such the unit of analysis is the performance of Chinese graduates in the 
recruitment process of western MNCs. This unit of analysis has been chosen because it is in this 
situation that western MNCs make the decisions concerning which individuals are considered 
suitable for employment, and which individuals are not considered suitable. It is therefore in this 
situation that the paradox of shortage of talent, among plenty of highly educated labor occurs.  
MNC recruitment process 
Based on Chinese sources (Liang 2010) on MNCs recruitment in China, 9 distinct phases have been 
outlined. These phases are: Phase 1 Job listing, Phase 2 Application, Phase 3 Sorting, Phase 4 
Written exams, Phase 5 Selection interviews, Phase 6 CV verification, Phase 7 Selection interviews 
with managers, Phase 8 References check, and Phase 9 Hiring. The recruitment process thus starts 
with phase 1 and ends with phase 9, as illustrated in the figure below. From phase 3 to 9 the 
number of candidates considered for recruitment is steadily cut down, until the recruitment 
process ends with the job being given to one candidate. Each phase of the recruitment process will 
now be outlined. Further discussion of the recruitment process as it relates to the theoretical 
framework will be presented in chapter 3. 
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Figure 1: An illustration of the western MNCs’ recruitment process in China    
Phase 1:  
Phase 1 of the recruitment process is the listing of an available position or job by the MNC. This 
will usually be done by means of placing an ad for the job on various job websites, on the 
corporate website, or otherwise disseminate the information concerning the vacant position 
through social networks.  Job listings are usually created by the MNCs HR department, or a hired 
recruitment search firm. According to one of Management Recruiters International Worldwide’s 
study that up to 90% of job listings for upper management or hard-to-fill positions are conducted 
by professional recruitment search firms in China (Downing, Rouleau, Stuber 2008 p.6) Normally 
the job listing consists of general company information, job title, job description and qualifications. 
Some job ads also display the general salary range.  
Based on the job ads surveys from this project, it seems like the large majority of MNC job listings 
are written in English, and applicants are usually required to send their application in English. 
(Source: job ads survey author 2010)  
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Phase 2:  
In phase 2 candidates apply for the position listed in phase 1. In applying for the position most 
applicants will include a CV, a cover letter. The style may vary depending on where MNCs come 
from, sometimes recommendation letters, certificates for passed examinations, university 
transcripts are also demanded. (51job.com) 
Phase 3:  
In phase 3 the MNC sorts the applications based on their CV and cover letters. The sorting is likely 
to be done by computers first, and then sorted by HR professionals. (easyjob.net) 
Phase 4:  
Phase 4 has been found to be used often by large western MNCs in China, as the MNCs normally 
receive a large amount of applications for a limited number of positions. Phase 4 is therefore often 
used as an effective way of cutting down the number of applicants. Chinese candidates are 
normally tested by different types of written exams, such as technical exams which mainly focus 
on testing the candidates professional abilities and business savvy, non-technical exam, which aim 
to test the candidates’ English proficiency, math level, analytical skill, logical thinking ability, IQ/EQ 
or personality. (HiAll 2005) Most of these test are conducted in English, therefore it is possible to 
argue that this method might be a bit problematic, as the reason why candidates fail the written 
exams may be because they do not entirely understand the question due to poor English 
proficiency, rather than a lack of understanding of the subject.  
Phase 5:  
In phase 5 Selection interview with HR experts are conducted, the candidate is typically 
interviewed about personal background and motivation for applying for the position, as well as 
professional competence. This interview typically be more of a monologue on the part of the 
candidate than a dialogue, and last no longer than 30 minutes. (Xu and Li 2003) 
Phase 6:  
CV verification is typically happens in phase 6 after the first selection interview has been 
conducted. In this the MNC may reduce the costs associated with verification, as candidates who 
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are obviously unfit will have been cut in phase 4 and 5.  The purpose of CV verification is to check 
the trustworthiness of claims made by the candidate in the CV in phase 2 as well as the interview 
in phase 5. (Liang 2010) This is typically a quite cumbersome process in China as few established 
background check or similar firms exist. However phase 6 is considered crucial, as studies have 
shown that many Chinese candidates attempt to fake their CV data. (Downing, Rouleau, Stuber 
2008 p.8-9) 
Phase 7:  
Following phase 6 the remaining candidates will be contacted for another selection interview, 
which may involve the department manager, upper level management, and/or colleagues. (Xu and 
Li 2003p. 50) The purpose of this selection interview is to find out whether the candidate fits with 
the specific position, as well as the organization, group, and supervisor(s). At this point the 
selection interview is likely to be more of a dialogue, with each party trying to learn more about 
each other. (Jobtrans 2009) Phase 7 may continue for an extended period, with candidates being 
invited back for numerous interviews. In this case it is likely that a mix of phase 7 and phase 8 will 
occur with candidates having their references checked before being invited back for another 
interview. (Jobtrans 2009) Some Chinese employees in MNCs report being invited for around 40 
selection interviews within half year before finally being offered a position. (51CTO 2008) However 
this is not considered the norm.  
Phase 8:  
In phase 8 the references that a candidate may provide from previous employers and professors 
are checked. This phase is considered as crucial as the CV check in phase 6 as many candidates 
reportedly attempt to provide fake references, diplomas, certificates, or claim responsibility for 
success, which they had nothing to do with. (Downing, Rouleau, Stuber 2008 p.8-9, Xu and Li 2003 
p.64) Another common phenomenon is that candidates collude with former employers to get the 
employer to state that the candidate received a higher salary than the candidate actually received. 
In this way the candidate may be able to negotiate a higher salary from the MNC. (Liang2010) 
Phase 9:  
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Phase 9 is the final stage of the recruitment process. In phase 9 the MNC will select a candidate for 
hiring and negotiate the terms of the contract. Some candidates reportedly participate in the 
recruitment process of a number of MNCs simultaneously, and therefore wait until the last 
possible moment to reject an offer from a MNC, in order to see how much the MNC is willing to 
offer. (Downing, Rouleau, Stuber 2008 p.7-8) 
5.1.3. Theoretical framework 
In researching this unit of analysis the decision has been made to focus on the way in which the 
actions of the Chinese graduate job applicant, results in reactions by the western MNCs. This 
means that attention is directed towards understanding and predicting the ways in which the 
Chinese graduate would act when going through the recruitment process of a western MNC. The 
purpose of the theoretical framework is therefore. 1) To enable an understanding of the ways in 
which the candidate can perform towards the western MNC. 2) To provide insight into the criteria 
by which this performance will be evaluated by the western MNC.  
Impression management theory achieves the first purpose, as the theory provides a framework 
for analyzing how a candidate can orient a performance towards creating specific impressions. Fit 
theory is then used as a framework for determining how the impressions given by the 
performance will be evaluated by the western MNC. Thus the possible actions by the Chinese 
candidates and the possible reactions by the MNC can be outlined using the theoretical framework. 
However, critically speaking, the theoretical framework cannot be used as a basis for predicting 
and understanding what specific actions and reactions will occur in a given phase of the 
recruitment process. Therefore the purpose of the contextual data chapter is to provide the 
necessary data required to predict what specific actions Chinese candidates are likely to take 
during the 9 phases of the recruitment process.  However the specific reactions that the western 
MNCs are likely to take are on the other hand not explored to the same extent. This is therefore a 
major limitation of the project.  
Simply put, a theoretical framework as well as sufficient data will not be presented to analyze the 
corporate culture, values, norms, and operations of western MNCs in China. Therefore it will not 
be possible to say with any certainty what impression management tactics will result in positive fit 
for a MNC position.  
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This could have been achieved if the focus of the project had been oriented more towards an 
understanding of the actions of the western MNCs. For instance research into the two alternative 
explanations outlined earlier, may have resulted in a deeper understanding of the western MNCs. 
This approach would then have used theories relating to organizational culture, leadership, and 
organizational structure.  
Another major limitation of the research, which results from the choice of theoretical framework, 
is that the theoretical framework does not allow for a deep understanding of the individual 
candidate. It is possible to predict what impression management strategy may be used based on 
the situation and the individuals background such as culture factors and socio-economical 
condition. However it is not possible to determine to which extent the individual will choose to 
perform impression management, and to which extent the individual will choose to let the “self” 
shine through. In impression management terms, this is referred to as self-monitoring. The use of 
self-monitoring is determined by personal factors such as personality, and upbringing. The factors 
will not be researched in the project, therefore it is not possible to determine whether the 
necessary personal factors required for the use of predicted impression management tactics to 
actually occur. 
Finally the notion of self, or a perceived identity, is central to the discussion of impression 
management. Interesting work into the subject of self has been conducted by among others 
Giddens (1991), Taylor (1989), and Ricoeur (1992). Simply put, Giddens argues that the self is 
constructed from a number of internal factors; Taylor argues that it is a number of external factors, 
and Ricoeur bridges the two perspectives by argueing that both internal and external factors are 
crucial to the creation of self. (Cheung 2008) In this research it is assumed that the self is defined 
as Ricoeur argues, and that external factors in the individual candidates society such as Chinese 
culture and the education system, are a crucial factor in determining how the individual candidate 
develops a notion of self. But that these external factors do not complete the picture, with the 
missing internal component being the aforementioned personal factors.     
5.1.4. Contextual data 
The purpose of the contextual data chapter is to investigate and aid in the analysis of H1 and H2, 
as such the contextual data chapter consists of a critical outline of the conditions surrounding the 
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commonly accepted reasons for the existence of the paradox, as presented in the hypothesis 
section. The reasons can be divided into the following categories: 1) International experience, 2) 
Chinese culture, 3) The Chinese education system, and 4) faking. 
The focus of the investigation is on how these contextual conditions affect the Chinese graduate’s 
ability to 1) achieve actual person-environment fit (H1), or 2) achieve perceived person-
environment fit (H2) through impression management. Thus information, which does not aid this 
investigation, or aid in clarifying the discussion and investigation, will simply be left out.  
Besides the already outlined categories, supplemental information will be presented concerning 
the perspective and views of Chinese graduates and job applicants on the recruitment processes 
of western MNCs. This is intended to provide information concerning Chinese reflections on the 
use of impression management strategies in the recruitment process, as well as supplement the 
previously outlined categories.  
Finally empirical data on the minimum job requirements of western MNCs in China are presented. 
This is intended to qualify the discussion of under which circumstances actual or perceived person-
environment fit is achieved. The empirical data is in the form of a survey on job ads from western 
MNCs in China for senior positions, and is thus intended to highlight the highest standard 
minimum requirements.  
Being limited to an investigation of the previously outlined reasons, the contextual data lacks 
some of the complexity, which might have been achieved had the focus been on achieving a deep 
understanding of, for instance, the Chinese university graduate, or western MNCs in China. As 
such there are numerous alternative perspectives, which seem interesting, but simply were not 
pursued as they fail to answer the crucial questions of the research. 
5.1.5. Analysis 
The 9 phases of the recruitment process outlined in the unit of analysis has been chosen as the 
analytical framework of the report. In this way the analytical framework allows for all the outlined 
elements in the report to be analyzed, and combined to form a picture of what may cause 
university graduates to fail to be recruited by western MNCs in each phase of the recruitment 
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phase. Thus the analytical framework serves to integrate hypotheses, theoretical, and contextual 
data into a comprehensive analysis focused on a specific situation.  
The result of this and therefore also the conclusion of the report is an evaluation of the validity of 
H1 and H2, as well as qualified answers to the problem formulation.  
5.2. Research method 
As research design was a critical discussion of how the project has been structured and designed, 
the research method is a critical discussion of how the data, information, and perspectives used in 
the project have been collected. The research method will therefore primarily deal with impact of 
bias and limitations on the validity and reliability of the research. Thus research method is a 
discussion on the choice and bias of sources, the researcher’s bias, and the method used in the job 
ads survey.  The discussion will be concluded with an evaluation of the validity and reliability of 
the research. 
5.2.1. Choice and bias of sources 
The research is primarily based on collection of secondary data by means of Internet search. 
Search engines Google.com and Baidu.com have served as tools in the initial investigation into the 
problem, and as a tool for collecting reports from corporate sources such as consultancy firms 
McKinsey, and Korn/Ferry international, research firm Development Dimensions International 
(DDI), as well as recruitment firm Manpower. Data has also been collected from Chinese websites 
and blogs, to get a sense of the Chinese perspectives on western MNC recruitment.  
However the large majority of data has been collected through academic research databases, 
primarily Web of Science, EBSCO host, Emerald, and ProQuest. These databases have allowed 
access to publications and articles from a number of journals, which deal with research into talent 
recruitment, impression management, Chinese culture, or Chinese affairs in general. Attempts 
have been made at reducing reliance on a specific journal or publication; therefore a wide search 
has been conducted that draws in research and perspectives in an interdisciplinary fashion. Thus 
sources dealing with the same issue in the research, such as the use of job-oriented impression 
management to create a perception of Person-job fit, range from studies published in journals on 
American behavioral science (Xin 2004), to studies in journals on management (Kristof-Brown et al. 
2002), and Asian pacific management (Law, Mobley and wong 2002). As a consequence the choice 
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and combination of sources, is believed to be able to negate much of the research bias, which may 
be present in individual studies.  
Nevertheless the choice of sources does contain limitations and bias. Careful scrutiny of the 
sources and references that support many of the corporate sources reports shows that there are 
strong similarities in the research and studies that the reports are based on. For instance the 
figure that 1.2 million university graduates out of 15.7 million originates from McKinsey institute’s 
research paper (Farrell and Grant 2005), but these numbers are all used and presented by without 
much reflection or critique by Manpower (2006), DDI (2007), two independent corporate sources. 
Reading the original source reveals that this number is a quite rough estimate with limited 
predictive validity. Given that these three firms may have an ulterior motive of selling their 
corporate services to western MNCs; it could be that the mentioned figures are used so widely 
because they paint a vivid picture of a problem with talent recruitment, that these firms may help 
the MNCs resolve, rather than because the data is particularly accurate or reliable.  
Most of the data generated from the consultancy reports are based on interviews or questionnaire 
surveys of HR experts or company CEOs, this means that for the most part the opinions and views 
of the Chinese graduates are not heard. Very few studies are available that contain self-estimates 
or similar by Chinese graduates of fit with western MNCs. (Cheung 2008) Therefore it is difficult to 
evaluate the credibility of the views expressed by the MNCs on Chinese graduate suitability and fit.  
Finally a critical review of the sources used has shown that at least one source used exaggerated 
figures. The source claimed that a very high number of new MNCs enter China every year, 
however this high number was shown to be approximately 70% of the world’s total of MNCs. 
(China recruitment marketing)  Thus information used in the report from this source was double-
checked or removed.  
A factor, which has hampered the collection of data, is the lack of immediate up-to-date 
information. Many of the sources used were written in a different economic climate, and as such 
this may have biased the estimates, findings, and predictions of the studies. Furthermore it has 
been difficult to attain a clear picture of the current conditions, as most research and studies will 
necessarily be out-of-sync with reality to allow for critical reflection and analysis. Attempts have 
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been made to stay, as current as possible, and the large majority of sources are from the second 
half of the 00’s. 
5.2.2. Job ads survey  
The primary data collected for the project consists of two surveys of MNC job ads. Both surveys 
are collected from English language and Chinese job sites focusing on the Chinese labor market. All 
the job ads were selected based on the following search criteria:  
That the position must be within a western MNC or Foreign Invested Firm in China. 
All the job ads in survey 1 have to involve either a top management or senior level management 
position. This was primarily chosen because the requirement for a top management or senior level 
indicate the highest demanded that a Chinese candidates are expected to live up to, therefore the 
theory of fit to be considered achieved. 
All the job ads in survey 2 are entry-level or less-experienced engineer job position, as most of 
these jobs are apply able for university graduates. The reason why all the collected job ads focus 
on engineers is because engineering has been a very popular major for many years in China
5
 
(Ministry of education 2009). Thus it should be possible to assume that advances have been made 
in the education of engineers in China that might result in a higher quality of engineering 
graduates than graduates of some of the other majors. 
A total of 230 job ads (survey 1 consist 101 jobs, survey 2 consist 129 jobs) were collected and 
analyzed based on the minimum requirements put for education level, work experience, language 
proficiency, and personal competences. The results of the survey will be presented in Chapter 4. 
In the job category that the survey focuses on, demand for management candidates is expected to 
reach 75.000 within the next 10-15 years. (Farrell and Grant 2005; Downing, Rouleau, Stuber 2008) 
The sample of 101 job ads is therefore expected to be able to predict average minimum 
requirements for these positions with a margin of error of around 9% according to the sample size 
calculator, although future developments or factors are not accounted for. (Creative research 
system 2010) for the entry-level engineer job ads, if we use the number that 1,841,946 university 
                                                           
5
 According to the statistics reported from Ministry of education of China, there are 1,841,946 students graduates in 
engineering major in 2009.   
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graduates in 2009 are looking for jobs in MNCs, the margin of error is also calculated to be around 
9% when the sample size is 129. (Creative research system 2010) However it is neither assumed 
nor claimed that the results of the survey apply to such a vast group with only a 9% margin of 
error, rather the results of the survey should be seen as an example of some of the likely 
requirements. 
5.2.3. Personal Bias 
As a Chinese the personal bias of the researcher has inevitably affected the research. Certain 
preconceptions have been developed by growing up in China, concerning Chinese culture, the 
Chinese education system, the labor market, and various other ad hoc factors. This has affected 
the collection of data and choice of sources as some facts or truths are assumed to be known 
already by the researcher. This may have prevented the researcher from investigating the issues 
with the curiosity and skepticism that a non-native would have when researching issues such as 
Chinese culture.  
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Chapter 3 THEORETICAL FRAMEWORK  
The structure of theoretical framework is designed to answer H1 and H2, as well as the problem 
formulation. To accomplish this the theoretical perspectives of Fit theory and impression 
management theory will be outlined and discussed. Fit theory is used in the project to achieve an 
understanding of the criteria that recruiters use when evaluating a candidate in the recruitment 
process, whereas impression management theory is used to understand and classify the actions 
which a candidate can take to create an impression in the recruitment process, and thereby 
influence the evaluations recruiters make of the candidate in the recruitment process.  
Following an outline and discussion of the main concepts in Fit theory and Impression 
management theory, both theories will be related to the 9 phases of the recruitment process of 
MNCs in China. This is done to demonstrate the ways in which the theories may influence the 
recruitment decisions of western MNCs in China, and thereby facilitates an investigation of the 
two hypotheses and the problem formulation. 
6. Fit theory 
The theory of Fit outlines the perspectives, which are typically adopted in recruitment process; 
essentially Fit theory clarifies the basis on which organizations make the recruitment decisions of 
rejecting or accepting a candidate. The basic assumption in Fit theory is that a recruitment 
decision is determined by an evaluation of the extent to which a candidate fits with the 
environment of the job position. (Sekiguchi 2004) As such the candidate’s fit into a number of 
scenarios or environments may be taken into consideration. The dominant fit considerations are 
consistently identified as person-job fit, person-organization fit, and person-person fit. (Sekiguchi 
2004:182-188) In practice it can be difficult to maintain the level of abstraction that the three 
identified fit types imply, therefore fit is typically evaluated holistically as the interplay between 
person-job, person-organization, and person-person fit. This holistic evaluation is termed person-
environment fit. (Sekiguchi 2004:179-182) 
For the purpose of the research of this project, in each fit type the Person is identified to be the 
candidate applying for a position within a western MNC, with the exception of person-person fit 
where person-person fit refers to the fit between the candidate and the person responsible for 
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recruitment in the specific phase of recruitment. Thus the types of Fit might also have been 
referred to as Candidate-Job fit, Candidate-Organization fit, Candidate-Recruiter fit, and 
Candidate-Environment fit. However this would be inconsistent with the general use of the 
concepts in academia. (Sekiguchi 2004:181-188) 
To facilitate a discussion of the three general types of fit, a clarification of the concept of Fit is 
required.  
6.1. The concept of Fit 
Based on the theory of fit, it is possible to argue that to fit, suit, or match an organization 
environment implies that the person, in this case the Chinese university graduate applying for a 
job in a western MNC, is compatible with the working environment.  
For person-environment fit to occur there should in essence occur a positive outcome of adding 
the candidate to the environment. As the effects that may be derived from adding a person to an 
environment are diverse, a positive outcome in this project refers to an effect that is considered 
desirable from the perspective of the recruiter. Thus in this project a positive outcome may refer 
to a number of effects such as: added value derived from the candidate’s abilities, increased 
efficiency or productivity, contributions to the social environment, or simply increased productive 
capacity. The effects and therefore reasons for why a fit may occur are diverse, and to a large 
extent depend on the circumstances of the specific position.  
As stated earlier fit is primarily evaluated from the perspective of the recruiter and thus the 
perspective of the western MNC in China. However in participating in the recruitment process of a 
western MNC, the Chinese candidate will also continuously evaluate if there would be a positive 
outcome of accepting the MNC job. Thus both the MNC and the Candidate evaluate fit in the 
recruitment process, however the research of this project will only focus on fit evaluations from 
the perspective of the MNC of the candidate’s fit with the environment. 
Two aspects of fit are crucial in understanding the concept of fit. The first aspect is the way in 
which fit is formed, specifically whether a supplementary or complementary fit is formed. The 
second aspect is the way in which a fit is identified, specifically whether the fit is with objective or 
subjective measures. An outline and discussion of the two aspects follows. 
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6.2. Formation of fit 
A fit can generally be said to occur in two circumstances, either there is a supplementary fit, or a 
complementary fit. (Sekiguchi 2004:180-181) 
A supplementary fit occurs when a positive outcome may be derived from similarity between the 
characteristics of the candidate and the characteristics of the environment, in this way the 
candidate may supplement, or embellish the existing environment. (Sekiguchi 2004:180) 
Essentially a supplementary fit occurs when a candidate is seen as fitting in by displaying similarity 
to other individuals in the environment. Therefore supplementary fit has been argued to be the 
essence of a person-person fit, as sharing similar personal characteristics is assumed to be the 
basis of social attraction and liking. (Kristol-Brown 2000; Sekiguchi 2004:180)  
A complementary fit occurs when a positive outcome may be derived from dissimilarity between 
the characteristics and attributes of the candidate and the characteristics of the environment. In 
this way the candidate may add to the environment what is missing or desired. A complementary 
fit is therefore determined by the fit of characteristics and attributes which counteract each other, 
each party providing to the other what is lacking or desired. (Kristol-Brown 2000; Sekiguchi 
2004:180) 
In this project a complementary fit is defined as occurring within two distinct fit scenarios. 1) A fit 
between the needs of a candidate and the supplies offered by the MNC. This is referred to as 
Needs-Supply fit.  2) A fit between the MNC’s demand for abilities, and the abilities offered by the 
candidate. This is referred to as Demand –Abilities fit. 
Needs – supply fit occurs when the MNC is able to supply the candidate with needed financial, 
physical, or psychological resources such as income, personal development opportunities, prestige, 
and security. (Sekiguchi 2004:180) In essence needs - supply fit considers the expectations of the 
candidate in seeking employment for a MNC, and the extent to which the MNC is meeting these 
expectations. Two surveys of Chinese job advertisements carried out as part of the research for 
the project show that supplies offered by western MNCs in China are rarely explicit, as the 
majority of job advertisements do not list compensation, work hours, and other benefits, but 
often list the title. (Job ads survey 2010) It is assumed that this is due to many of these supply 
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factors being determined in a negotiation between the MNC and the candidate, however when 
the factors are not mentioned explicitly it is assumed that candidates resort to making educated 
guesses or assumptions concerning the supplies offered by the MNC. Thus candidate evaluations 
of Needs-Supply fit are often more subjective than objective. 
Demand – Abilities fit occurs when the candidate is able to supply the MNC with abilities that are 
demanded by the MNC. Demanded abilities are used as a general term to describe actions that the 
candidate is capable of performing, and as such covers a combination of knowledge, experience, 
skills, and personal competences. (Kristol-Brown 2000; Sekiguchi 2004:180-181) The two surveys 
of MNC job advertisements showed that all MNC job advertisements identify abilities that are 
demanded by the MNC for the candidate to fit the requirements of the job. Thus demand-Abilities 
fit is an essential component in evaluating Person-Job fit. (Kristol-Brown 2000; Sekiguchi 2004:183) 
As outlined a fit may form between a candidate and the MNC based on similarities or 
complementarities’, however it is a requirement that these similarities and complementarities are 
known and understood by the candidate and MNC. Essentially the candidate has to be aware of 
his/her needs, and the MNC has to be aware of its demand for abilities for fit to occur. The self-
awareness of especially MNCs must however be assumed to be limited by factors such as access to 
information, and communication barriers within the organization. Thus it is problematic to assume 
that complementary fit is evaluated by a predetermined list of demands stated in for instance a 
job advertisement. Therefore the demands listed in a job advertisement are treated in this project, 
as the specific demands that the recruiter is aware of, or can put in writing, rather than an 
exhaustive list of demands. Thus it is assumed that it will typically become the candidate’s 
responsibility to persuade the recruiter that his/her abilities are indeed required for the position 
offered, and therefore demanded by the MNC.  
6.3. Identification of fit 
Fit can be identified either objectively or subjectively. (Sekiguchi 2004:181) An objective 
identification of fit is typically referred to as the presence of an actual fit, whereas the subjective 
identification of fit is typically referred to as perceived fit. 
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Objective fit (also referred to as actual fit) can be identified by converting data relating to the 
abilities of the candidate and the demands of the MNC job into a number of variables, such as GPA 
(Grade point average), work experience, and educational level. The degree of similarity between 
candidate abilities and job demands are then assumed to identify the objective fit of the candidate. 
(Sekiguchi 2004:180-181)  
Objective identification of fit implies an unbiased analysis of data concerning the abilities of the 
candidates, and the demands of the jobs, however it is assumed that it will be difficult for the 
recruiters to carry out objective fit identifications. This is because the majority of candidate data 
that would be used in an objective fit identification is self-reported data from the candidates, such 
as CV’s cover letters, and references. Given that the intention of the candidates are to achieve 
recruitment, and the demands of the job are outlined beforehand in the job advertisement, the 
candidate will be able to influence the self-reported data towards an giving the impression of an 
objective fit.  If candidates are able to influence the data in this way, the results cannot assumed 
to be unbiased, as the reporting of data will be subjective. (Law, Mobley, Wong 2002) Thus fit 
evaluations in phase 3 of the recruitment process cannot be considered to fulfill the requirements 
of an objective fit, as phase 3 involves an evaluation of candidates CV’s and resumes. It will 
however be possible to identify objective fit in phase 4, as candidates are assumed to have few 
opportunities to orient the data in written exams towards the demands of the MNC. 
In the analysis of H1 it will be investigated whether or not an objective fit can be identified 
between the candidates and the MNCs. For this purpose the results of the job advertisement 
surveys will be combined with data on the Chinese candidates. 
Subjective fit (also referred to as actual fit) is the recruiter’s subjective evaluation of the extent to 
which a candidate fits with the environment. This subjective evaluation is determined by the 
perception that the recruiter has of the candidate, as such the subjective evaluation of candidate’s 
fit is directly related to the impression that the candidate has made on the recruiter. (Sekiguchi 
2004:181) Thus impression management performed by the candidate can directly influences the 
subjective fit of a candidate. This also implies that any prejudice the recruiter has towards the 
candidate affects the perceived fit of the candidate, as the candidate may give of the impression 
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of belonging to a certain team, group, or category of Chinese graduates. The perceived fit of 
candidates is therefore a central aspect in the analysis of H2. 
As perceived fit exists in the subjective evaluation of fit, the typical method of measuring 
perceived fit is to explicitly ask candidates and recruiters to which extent a fit exists. (Sekiguchi 
2004:182) In making recruitment decisions recruiters will be required to make explicit evaluations 
of perceived fit in selection of candidates for recruitment. 
The figure below from Sekiguchi’s (2004:181) research in Fit theory illustrates the outlined 
relations between person environment fit, and the formation and identification of fit. In the figure 
objective fit is referred to as actual fit, and subjective fit is referred to as perceived fit. 
 
Figure 2 illustration of the relation between Fit and the formation and identification of FIt (source: 
Sekiguchi 2004:181) 
With this understanding of the concept of fit, the three distinct types of fit will now be outlined 
and discussed. 
6.4. Person – Organization fit (P-O fit) 
Person–organization fit is the between a candidate and the broader characteristics of the MNC. As 
such person – organization fit deals with the extent, to which the candidate fits within the 
organizational culture, work environment, and team-spirit of the organization. Furthermore P-O fit 
deals with how well the candidate fits with the overarching goals and objectives of the 
organization, as well as the desired group dynamics, and personality types. For instance candidate 
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Person-Organization fit with a MNC job may be determined by whether or not the candidate has 
an open attitude towards sharing knowledge, an international mindset, and a competitive attitude. 
Values that are all likely to be part of the organizational culture of MNCs. 
As such P-O fit can be either a supplementary fit or a complementary fit, depending on the 
circumstances of the specific MNC recruitment. (Kristol-Brown 2000; Sekiguchi 2004) 
Extensive research of P-O fit has identified the following four distinct instances in which P-O fit is 
considered: (Sekiguchi 2004) 
 1) Similarity between the fundamental characteristics of the candidate and the organization, as 
such this is a supplementary fit. (Sekiguchi 2004:182) 
 2) Fit between the stated goals of the candidate and the leaders and peers in the organization, as 
such this is also a supplementary fit. (Sekiguchi 2004:182) 
 3) Fit between the candidate’s preferences and needs, and the systems and structures of the 
organization. This fit is a complementary needs-supply fit. (Sekiguchi 2004:182) 
 4) The fit between the candidate’s personality, and the organizational climate or culture of the 
firm. This can be either a supplementary or complementary needs-supplies fit. (Sekiguchi 
2004:182) 
Interestingly the four instances identified by Sekiguchi (2004:182) do not include complementary 
demand-abilities fit. The lack of complementary demand-abilities is assumed to indicate that 
recruiters exclusively look for similarity between the values and culture of the organization, and 
those of the candidate.  
Research by Kristol-Brown (2000) suggests that recruiters find it difficult in practice to gather 
sufficient data on candidates, especially in typical preliminary selection interview, such as those in 
phase 5, which are usually conducted in less than 30 minutes. Therefore recruiters tend to base 
evaluations of P-O fit on factors which are typically associated with P-J fit, such as Grade Point 
Average, work experience, articulateness, job related coursework, and interpersonal skills. (Kristol-
Brown 2000)  
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6.5. Person – Job fit (P-J fit) 
Person - job fit refers to the fit between a candidate and a position within a MNC. P-J fit is the 
traditional foundation of for employee selection, (Sekiguchi 2004) as the method was originally 
developed for US army recruitment in the beginning of the 20th century. (Kristol-Brown 2000) P-J 
fit has furthermore been used as a vital component of Frederick Taylor’s scientific management 
theory, which greatly influenced management theory in the first part of the 20
th
 century. (Taylor 
1947; Sekiguchi 2004:183) 
Person - Job fit is generally defined by demand – ability fit as outlined in the formation of fit. As 
such P-J fit is typically evaluated by means of a job analysis in which the demanded abilities are 
outlined. This analysis is then applied in the recruitment process to assess a candidate’s objective 
or subjective job fit. (Sekiguchi 2004:183-184; Kristol-Brown 2000) Studies by Kristol-Brown (2000) 
of the factors considered by recruiters in evaluating P-J fit, show that the personal values and 
beliefs of the candidate is typically not a factor that is taken into consideration when determining 
P-J fit, rather these factors are considered in P-O fit evaluations. (Kristol-Brown 2000) From the 
candidate’s perspective, person–job fit is determined by a needs-supply fit evaluation, as the 
candidate evaluates if the compensation offered by the MNC is desirable.  
Person – Job fit is typically exclusively a complementary fit evaluation, as a person-job fit 
evaluation considers the extent to which the candidate can supply the MNC with demanded 
abilities. Person-Job fit may be identified either objectively or subjectively, however person-job fit 
is not defined as occurring in the similarity between the candidate and the recruiter or 
organization. Thus person-job fit is not evaluated as a supplementary fit. (Sekiguchi 2000:183-184) 
This may be problematic, as it has been consistently shown that the ability of the candidate to 
successfully manage impressions, with supervisors and subordinates, is strongly correlated with 
job performance, and corporate success. (Kristof-Brown, Murray, Franke 2002; Rosenfeld, 
Giacalone, Riordan 2002; Xin 2004) 
“Supplementary fit perspective may not apply to P-J fit because the environment in the 
supplementary model is described according to the people, not the job.” (Sekiguchi 2004:184) 
In critique of relying on Person-Job fit in the selection process one of the strongest points made, is 
that the nature of work has changed considerably since the conception of the person-job fit 
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perspective. Specifically large organizations such as MNCs no longer offer the clearly defined 
corporate ladders, and implicitly promised employment for life, that was so widespread during the 
most part of the 20
th
 century. (Sennett 1998) The nature of work and jobs has become much more 
flexible and fluid, most employees in MNCs will now be expected to change jobs and positions 
over the course of their employment in the company, thus evaluating a candidate on the ability to 
perform a specific job, may not give an accurate impression of the candidate’s ability to perform 
all relevant duties. (Sekiguchi 2004) Rather it is argued that MNCs should focus on candidate 
cognitive ability, as well as team-work and flexibility. (Sekiguchi 2004) 
6.6. Person – Recruiter fit (P-R fit) 
Person- Recruiter fit is also sometimes referred to in the recruitment process as applicant-
interviewer similarity, or person-person fit. Person-recruiter fit is the degree to which the 
candidate is able to create a positive emotional response from the recruiter. In essence P-R fit 
boils down to whether or not the candidate is able to make the recruiter like the candidate. 
(Kristof-Brown, Murray, Franke 2002) This sense of liking is usually derived from a perception of 
similarity in, for instance similar humor, interests, hobbies, or political beliefs. Thus P-R fit is a 
supplementary fit, which is usually determined in selection interviews in the recruitment process, 
and therefore typically a perceived fit. (Kristof-Brown, Murray, Franke 2002) 
Studies have shown that positive P-R fit is strongly correlated with recruitment selection. (Kristof-
Brown, Murray, Franke 2002, Rosenfeld, Giacalone, Riordan 2002) 
6.7. Fit in the recruitment process 
Studies by Brown and Campion (1994) (Sekiguchi 2004:188) of how recruiters perceive and use 
biographical information in resume screening show that recruiter perception of fit is a vital 
determinant of recruitment selection, and recruiter selection recommendations. Specifically the 
studies showed that recruiters use biodata presented in resumes to determine candidate abilities 
such as language and math, as well as other attributes such as interpersonal skills, leadership, and 
motivation. In cases where the resume biodata reflected the requirements of the job, candidates 
were more likely to be selected for the recruitment process.  (Sekiguchi 2004) This indicates that 
P-J fit is an important determinant in the CV screening phase. Furthermore recruiters were also 
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found to consider P-O fit in CV screening if the resume contained information on personal 
interests, goals, values, and characteristics. (Sekiguchi 2004) 
Other research by Cable and Judge (1997) (Sekiguchi 2004:188) on selection interviews has found 
that recruiters rely on both P-O fit, and P-J fit, in deciding which candidates should advance to the 
next phase, as well as making recruitment recommendations. (Sekiguchi 2004:188)  
Finally in a study by Rynes & Gerhart (1990) (Sekiguchi 2004:187) Managers were found to make 
holistic judgments in recruitment selection, indicating that P-J fit, P-O fit, and P-P fit are all vital 
parts for candidate selection in the final phases of the recruitment process. (Sekiguchi 2004:188) 
Thus it has been demonstrated that recruitment decisions are consistently made on the basis of 
Fit, however it has also been shown that the method by which fit is identified is typically by means 
of subjective evaluations by recruiters, as objective evaluations are generally difficult to carry out 
in practice, as candidates are capable of influencing the data used. Thus it can generally be said 
that fit is typically identified based on a subjective evaluation of the candidate by the recruiter. As 
such the way in which candidates may create and influence the impression that the recruiter has 
of the candidate, may have a direct impact on the recruiters evaluation of the candidate’s fit. 
Therefore the theory of impression management will now be outlined and discussed, to achieve 
an understanding of how candidates may influence recruiter evaluations of fit. 
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7. Impression management theory 
Impression management (IM) theory is the theory of how individuals create and maintain the 
impressions required for human social interaction (Goffman 1959).  However impression 
management theory is also a theory which explains how the impressions others have of an 
individual, may affect the individual. (Rosenfeld, Giacalone, Riordan 2002 p.17) In the research 
impression management theory will be used to explain the ways in which candidates may create 
impressions in the recruitment process, as well as the impact these impressions are likely to have 
on the candidate’s chances of being recruited. First the theory of impression management will be 
outlined, focusing on the origins of the theory, the fundamental assumptions and concepts, as well 
as contemporary studies on IM. Secondly tactics that may be used to create impressions will be 
outlined; these consist of job-oriented IM, self-oriented IM, and other-oriented IM. Finally the 
discussion of IM theory will be concluded with review of studies on the impact of IM on 
recruitment.  
7.1. The concept of Impression management 
Building on Schlenker (1980), Kristof-Brown and other researchers have defined impression 
management as “an attempt to portray a particular (usually positive) image of oneself to a target person” 
(Kristof-Brown et al 2002) 
As the above quote from Kristof-Brown (2002) states impression management is the attempt by 
an individual to influence the impression that others have of the individual. An impression is 
defined in the research as the mental picture recruiters hold of the candidate of the candidate’s 
characteristics, abilities, skills, and knowledge. As well as the recruiter’s mental image of and 
attitude towards the way in which the candidate performs relevant roles, such as being a 
candidate in the recruitment process, being a highly educated individual. 
The origins of impression management theory (Goffman 1959) can be traced back to Erving 
Goffman, whom in his seminal work, “the presentation of self in everyday life”, applied 
dramaturgical concepts to the social interactions of individuals in everyday life. In doing so 
Goffman observed that nearly all forms of social interaction involves reflections by the individuals 
engaged, on the way in which they wish to be perceived by others, such as party to the interaction, 
or non-involved third parties. This self-consciousness Goffman (1959:28-83) argued is in part a 
protection mechanism, invoked by individuals to reduce the stress and uncertainty that would 
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inevitably result, if we were to present ourselves in the same way towards all audiences. (Goffman 
1959:32-40) Urbanized work life in particular, Goffman argues, would simply be impossible if 
individuals did not constantly adopt roles to suit their environment. (Goffman 1959:32-40) Thus it 
is possible for the candidate to act in a businesslike manner when dealing with the MNCs 
receptionist, and only minutes later share intimate personal details with an MNC recruiter. Both 
individuals are likely to be complete strangers to the candidate, but the environment of the 
selection interview fosters the adoption of a role, which is completely different from that of the 
environment of an encounter with a receptionist. 
Expanding on the dramaturgical framework, Goffman (1959:28-32) argues that the roles which 
individuals perform on a daily basis, share much in common with those actors perform on stage. 
Most social interaction is scripted, to the extent that it is usually clear what type of actions a role 
does not allow for. (Goffman 1959:40-44) This may be determined by cultural factors, societal 
values and norms, the conditions of the environment, or simply the general “feel” of the situation. 
Thus it will usually be apparent when an individual acts out of character in a social interaction, and 
performs in a way, which is not expected from the individual’s role. (Goffman 1959:141-168) This 
phenomenon Goffman refers to as Discrepant roles. (Goffman 1959:141)      
According to Goffman (1959) individuals may sometimes elect to perform roles, which give 
misleading signals concerning the trustworthiness, social standing, personal characteristics, or 
abilities of the individual. This is typically considered some form of deception, because interpreting 
the roles performed by others is vital for individuals in determining how they should interact with 
others. (Goffman 1959:65-74) 
As the individuals performance of roles is critical to others impression of the individual, the 
individual may engage in deliberate impression management, by adapting and performing roles 
well towards a certain audience which values that form of performance. Thus the candidate may 
adapt his performance of the job candidate role to fit the environment of the specific MNC’s 
recruitment process, and the attitudes and values of the recruiter(s). Conversely a candidate may 
also find that an impression of the candidate already exists in the mind of the recruiters prior to 
them interacting, as individuals also form impressions based on prior contact with individuals 
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whom play similar roles. Thus a candidate may need to overcome the poor impressions created by 
other somewhat similar candidates. (Goffman 1959:235)  
Further studies of impression management have given rise to different schools of thought, and 
perspectives on impression management. Typically these can be divided into the restrictive views, 
and the expansive views. (Rosenfeld, Giacalone, Riordan 2002:6-11) The restrictive view of 
impression management sees IM as occurring within very restricted circumstances, essentially 
only as an effort to gain an upper hand, cheat, or otherwise engages in what could be termed as 
bad behavior. (Rosenfeld, Giacalone, Riordan 2002:6-11) The expansive view on the other hand 
views IM as a very broad and common phenomenon, which is a fundamental part of interpersonal 
interactions, thus Goffman’s (1959:13-28) way of looking a social interaction is what is now 
termed the expansive view. (Rosenfeld, Giacalone, Riordan 2002:6-11) It is this expansive view, 
which is applied to the research in the project.  
Those are the central assumptions and concepts on which contemporary impression management 
theory build. However there are some problems with those assumptions. One of the main 
critiques and problems with Goffman’s (1959) theories and assumptions is that they build on 
sources from very scattered sources to say the least. In his work Goffman (1959) consistently 
supports major arguments with a wide range of sources, from books on Chinese customs, to 
memoirs of a servant in the British court, to experiences conducting research in a hotel on a small 
British island. (Goffman 1959)  
This critique would be serious if Goffman’s theories were just taken at face value, however a great 
deal of studies have been conducted into impression management following Goffman’s work in 
1959, and the effects of impression management have been consistently verified across studies, 
cultures, and societies. (Crittenden & Hyunjung 1994; Xin 2004; Law, Mobley, Wong 2002; Gilmore 
& Ferris 1989; Kristof 1996; Kristof-Brown, Barrick, Franke 2002; Kacmar & Carlson 1999; 
Rosenfeld, Giacalone, Riordan 2002) 
8. Impression management in the recruitment process 
It has been demonstrated in the discussion of Fit theory that recruiter impressions of candidates 
are a vital part of the recruitment process, as the way in which fit is identified usually relies on a 
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subjective fit evaluation. Therefore it is assumed that IM by candidates will play an important part 
in the recruitment processes of western MNCs in China.  
“Research consistently supports the finding that applicants use a variety of IM tactics 
spontaneously during interviews” (Kristof-Brown et al 2002) 
Rosenfeld, Giacalone, Riordan (2002:148-152) and a number of other researchers (Crittenden & 
Hyunjung 1994; Xin 2004; Law, Mobley, Wong 2002) generally identify three forms of impression 
management, which a candidate may perform in the recruitment process. (Rosenfeld, Giacalone, 
Riordan 2002), These are: Job-oriented impression management, self-oriented impression 
management, and other-oriented impression management. Each form of IM will now be outlined 
and discussed; this discussion will be supplemented with findings of studies on the impact of IM 
on the recruitment process. Following this Fit theory and impression management will be related 
to the recruitment process of western MNCs in China. 
 
8.1. Job-oriented Impression management  
Job-oriented IM is also commonly referred to as task-oriented IM, which focuses on creating a 
good impression by being productive, delivering a good result, working long hours, getting good 
grades, taking on extra tasks or responsibility, or taking extra risks. In general it can be said that 
job oriented impression management is supposed to “speak for itself”, or in other ways be 
something which is noticed/acknowledged without the actor having to point it out for the 
audience.  (Xin 2004; Rosenfeld, Giacalone, Riordan 2002) 
It can be said that job-oriented IM occurs when the actor attempts to demonstrate to the 
audience competence in fulfilling a role. (Goffman 1959; Xin 2004; Rosenfeld, Giacalone, Riordan 
2002) 
Job-oriented IM directly relates to the recruitment process in situations, which requires the 
candidate to perform or solve a specific task. This could be written exams and tests, and group 
work, case work or team exercises. (Rosenfeld, Giacalone, Riordan 2002) 
Job-oriented IM is in some ways also indirectly related to the recruitment process, as the 
candidate may have applied a job-oriented tactic in previous positions. If so the candidate is likely 
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to include a resume that highlights previous achievements, references to former supervisors and 
grades from passed examinations. Moreover the candidate employing a job-oriented tactic is likely 
to provide recommendation letters, certifications, or similar during the recruitment process. 
(Rosenfeld, Giacalone, Riordan 2002) 
The actions that have been identified as being job-oriented impression management indicate that 
it would be difficult for a candidate to perform job-oriented IM during the recruitment process. 
The candidate will rarely have opportunities to demonstrate capabilities, knowledge, and abilities, 
but will rather have to convince or persuade the recruiter that the candidate has the demanded 
abilities. Written exams and CV writing are two examples of situations where job-oriented IM may 
occur, but even in CV writing there is a form of self-promotion that is inconsistent with the 
outlined theory on job-oriented IM. Thus it is assumed in this project that job-oriented IM is 
generally inapplicable in the recruitment process, and thus irrelevant. This is rather problematic 
seen from the perspective of the Chinese candidate, as Chinese candidates may have a strong 
tendency towards using job-oriented IM. Specifically a study by Xin (2004) of why so few Asian 
American managers advance to the higher echelons of management in US business life, found a 
correlation between the use of impression management, and selection for advancement in large 
corporations. Asian American managers were found to be likely to make strong use of job-oriented 
impression management during work and interaction with supervisors. In comparison European 
American managers were more likely to make use of self and other oriented impression 
management. The result was that supervisors got to know and liked European managers better, 
and therefore the European American managers were promoted more frequently than Asian 
American managers, despite higher performance from Asian American managers. (Xin 2004)  
The findings of a strong tendency by Asian American managers for job-oriented IM was explained 
to be a result of the influence of Asian culture specifically Confucianism. Asian culture was found 
to be influential despite the fact that these managers were living in, and for the most part grew up 
in the US. (Xin 2004) It may therefore be safe to assume that Chinese candidates will favor using 
Job-oriented impression management to demonstrate demand-abilities fit, but be unable to do so 
due to structure of the recruitment process.  
8.2. Self-oriented Impression management 
Page | 38  
 
Self-oriented IM focuses on the presentation and promotion of self. As such self-oriented IM is the 
attempt by the actor to communicate to the audience features of his/her self with the purpose of 
enhancing the audience’s impression of the actor. (Rosenfeld, Giacalone, Riordan 2002) This type 
of self-disclosure can take the form self-presentation such as communicating information about 
personal life, interests, hobbies, likes, and dislikes. Alternatively self-oriented IM can take the form 
of self-promotion, such as communicating personal competence, success, and potential. 
(Rosenfeld, Giacalone, Riordan 2002; Kristof-Brown et al 2002) 
The MNC may also engage in self-oriented IM (Rosenfeld, Giacalone, Riordan 2002:72-75), this is 
typically done with the purpose of attracting qualified talent, by giving off an impression of being a 
workplace, which can supply the candidate with needed resources such as income, personal 
development, and prestige.  
As evaluations of fit, are assumed to base on subjective evaluations the way in which the 
candidate presents or promotes him/herself to the recruiter may be essential for influencing the 
recruiters fit evaluation. Thus self-oriented IM is assumed to be the central method by which a 
candidate may influence the recruitment decision. A number of studies have dealing with self-
oriented IM in the recruitment process have identified a number of ways in which self-oriented IM 
may be used in the recruitment process. In a study of the influence of Asian culture on the use of 
IM Crittenden, K and Hyunjung, B (1994) find that attribution, meaning the act of accrediting 
personal success to and accomplishments to others, is likely to be used as a self-oriented IM tactic 
in China, as attribution is useful for demonstrating the individual actor’s involvement in the social 
context, a factor which in China is deemed important for the understanding of self. The view is 
that by attributing success to others the actors shows personal characteristics of modesty, and 
respect, as well as a collectivist attitude. These factors are explained a being related to Chinese 
culture, specifically Face, and Confucianism. (Crittenden, Hyunjung 1994)   
Various studies have found that self-oriented IM is more effective tactic than other-oriented IM in 
terms of making a good impression during the recruitment process. (Rosenfeld, Giacalone, Riordan 
2002:45; Kristof-Brown et al 2002) The use of self-promotion has moreover been shown to be 
positively related to interviewers’ evaluations of the perceived fit of candidates. (Kristof-Brown et 
al 2002) And in two independent comparative studies of the use of self-oriented and other-
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oriented IM in recruitment interviews, self-oriented IM was found to have a greater impact on the 
final decision of the interviewer than other-oriented IM. (Kristof-Brown et al 2002) However in the 
same studies Kristow-Brown (2002) also found that use of other-oriented IM was able to achieve 
the intended effect of increasing interviewer liking of the applicant. (Kristof-Brown et al 2002)  
 
8.3. Other-oriented Impression management 
Other-oriented IM focuses on the attitude that the audience has towards the actor, as such, the 
purpose of other-oriented IM in the recruitment process is typically to create a feeling of liking 
between the candidate and the recruiter, essentially create person-person fit.  
“Other-focused IM maintains focus on the target person by using ingratiatory strategies, 
designed to evoke interpersonal attraction.” (Kristof-Brown et al 2002) 
Other-oriented IM is typically referred to as recruiter-oriented IM as the recruiters are a frequent 
target of other-oriented IM in the recruitment process. (Rosenfeld, Giacalone, Riordan 2002; 
Kristof-Brown et al 2002) In the recruitment process other-oriented IM is typically conducted by 
flattering, complementing, agreeing with, or otherwise showing respect, the target of this 
impression management can be the recruiter, but also the group, vocation, or MNC that the 
recruiter is affiliated with. 
One of the problems with other-oriented IM is that other-oriented IM is likely to “backfire” on the 
candidate practicing other-oriented IM, if the candidate and recruiter do not share supplementary 
traits and characteristics. This problem is intensified in the recruitment process of MNCs where 
the recruiters may come from a diverse range of countries and cultures. Thus what is considered 
acceptable or even required other-oriented IM in China may for instance be perceived by the 
recruiter(s) as unprofessional, sucking up, or even worse attempts at corruption. Using other-
oriented IM in the recruitment process may therefore be risky for the candidate, furthermore 
research by Kristof-Brown et al. (2002) shows that other-oriented IM may not be more effective 
than self-oriented IM at creating an impression of person-person fit. Specifically in a study where 
US corporate recruiters were asked to evaluate hypothetical applicants presenting themselves in a 
cover letter, the research found that the recruiters rated applicants whom used self-oriented IM 
higher than applicants that used other-oriented IM. (Kristof-Brown et al 2002). However two 
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independent studies have shown that increased interviewer liking, is a likely result of other-
oriented IM. (Kristof-Brown et al 2002) 
It is not clear to which extent Chinese candidates would be likely to make use of other-oriented IM 
in the recruitment process. The values and norms of Chinese culture specifically Face and 
Confucianism, contain a clear focus on performing other-oriented IM in almost all social 
interactions, to show respect for others. However In the previously referenced study on Asian 
American managers in US corporations, the researchers (Xin 2004) hypothesized that Asian 
American managers were likely to make use of other oriented IM, due to the influence of Chinese 
culture. However the researchers did not find evidence to support this hypothesis in the findings 
of the research. (Xin 2004) 
Now that both Fit theory and IM theory have been outlined, the time has come to relate the 
theories to the specific phases of the recruitment process of western MNCs in China. 
9. Fit theory and IM theory in the recruitment process   
The aim of the analysis is to answer H1 and H2 as well as the problem formulation, therefore the 
aspects of the MNC recruitment process which are assumed to be key in determining actual and 
perceived fit, as well as give the candidate an opportunity to engage in impression management 
towards the MNC, are the phases which will be focused on in the analysis. Thus it is relevant to 
discuss how the outlined theoretical framework interacts with the MNC recruitment process 
outlined in chapter 2. The relevant phases have been identified as phase 2, 3, 4, 5, and 7. 
Moreover phase 1 will be discussed as phase 1 determines the criteria by which P-J fit will be 
determined in all subsequent phases. 
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Figure 3: an illustration of the ways in which the theoretical framework relates to the recruitment 
process  
 
9.1. Phase 1: 
Communication of fit and impressions management in phase 1 is one way with the MNC 
communicating towards the Chinese candidate. 
Thus in phase 1 the MNC outlines a number of factors, which are crucial in determining fit. By 
listing the details and demanded qualifications for the job, the MNC outlines some of the factors, 
which are to be used to determine complementary demand-abilities P-J fit. Secondly by outlining 
the expected job title and responsibilities, as well as general salary range, the MNC allows the 
candidate to determine if complementary needs-supply fit exists. If the candidate’s needs are not 
met, it is likely that the candidate will not apply for the position. Finally by providing a description 
of the MNC, or the corporate values, the MNC outlines some of the criteria may be used in 
determining supplementary P-O fit.  
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Concerning IM, the MNC may be seen as engaging in self-oriented IM in phase 1, as one of the 
aims of the job listing is to give candidates the impression that the MNC is an attractive place to 
work. Thus an MNC job ad will often contain self-promotion of the MNC and the MNCs activities.  
9.2. Phase 2: 
In phase 2, communication is again one way but from Chinese candidate communicating fit and 
impression management towards the MNC. 
Generally the candidate will attempt to convey actual P-J fit by demonstrating possession of the 
demanded abilities. This may be done by including relevant bio-data, courses, grades, job 
experiences, and similar on the CV and the cover letter towards displaying these abilities. (Law, 
Mobley, wong 2002) Studies have found that in presenting this information Chinese graduates are 
likely to fake or exaggerate their data, generally it was demonstrated by the researchers that the 
poorer the bio-data of the graduate, the greater the propensity to fake. (Law, Mobley, wong 2002) 
Secondly the candidate may attempt to convey supplementary P-O fit by highlighting personal 
interests, values, and characteristics in the application. 
In terms of IM the candidate may engage in all three forms of IM. To a limited extent the 
candidate may engage in job-oriented IM by displaying past results and achievements in the 
application. Primarily the candidate will engage in self-oriented IM in phase 2, the application for 
MNC positions will typically require that the candidate makes some form of sales pitch, 
highlighting how the candidate would perform the job, and fit within the organization. The way of 
conducting this form of self-promotion in Chinese culture is therefore relevant. Finally the 
candidate may engage in other-oriented IM in the application, this may consist of flattering the 
operations of the MNC, trying to connect on a more personal level with the recruiter, or showing 
respect. Again Chinese culture may influence the candidate’s behavior in engaging in other-
oriented IM.  
9.3. Phase 3: 
In phase 3 the MNC conducts an evaluation of the fit of the applicants as demonstrated by their 
applications. Typically CV’s will be screened first by the extent to which the candidate live up to 
the minimum requirements of actual P-J fit, secondly an evaluation of the cover letters and other 
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material will determine which applicants demonstrate the greatest degree and awareness of P-J fit, 
and P-O fit. Communication in phase 3 is one way, with the MNC communicating evaluations to 
the candidates by passing the accepted candidates on to the next phase of the recruitment 
process.  
9.4. Phase 4: 
In phase 4 the candidate, in taking a written exam, will most likely perform job-oriented 
impression management, as the candidate seeks to demonstrate competence in solving specific 
problems or tasks, or answering questions. If the exams involve group work or team work, the 
candidate may also engage in self-oriented and other-oriented IM by engaging in self promotion, 
or attributing success and respect to others. 
The MNC will evaluate a written exam on the criteria of actual P-J fit, as it will usually be possible 
to measure the candidate’s correct answer frequency, and thereby determine some form of score 
or scale such as an IQ score, or a personality score. These may then be matched to the position to 
determine actual P-J fit. In case of group work the candidate may be observed by recruiters in 
performing or presenting the group work, as well as interacting with other group members, thus 
the candidate will most likely be evaluated on perceived P-J and P-O fit. The result of the group 
work may however be evaluated on actual P-J fit. In cases where the candidates interact with the 
examiner perceived P-P may also be a factor in the evaluation. Thus communication in phase 4 is 
mostly one way with the candidate communicating towards the MNC, and the MNC reacting by 
evaluating the candidate and passing accepted candidates on to the next phase.  
9.5. Phase 5: 
In phase 5 the candidate will communicate directly with the interviewer. Thus the candidate will 
be able to engage in self-oriented IM, as well as other-oriented IM. The candidate will in turn be 
evaluated based primarily on P-J fit, and to some extent based on P-O fit and P-P fit. 
Communication will be mostly one way with most of the focus being on communication by the 
candidate, thus actions will primarily be conducted by the candidate, and evaluated by the MNC 
recruiter. Accepted candidates will advance to the next phase of recruitment.  
9.6. Phase 7: 
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Phase 7 mimics the situation in phase 5 with the exception that communication will be more two 
way, with the MNC representatives also engaging in IM towards the candidate. This IM by the 
MNC towards candidate will be important in the candidate’s evaluation of fit, and thus be 
influential in the candidate’s decision of whether or not to actually take the job. However with the 
perspective of this research being on the MNCs perception of the candidate this dimension will 
not be considered in the analysis. Thus the main difference between phase 5 and phase 7 is that 
the MNC participants will most likely be the colleagues and supervisors of the candidate, if the 
candidate is chosen for the position. Thus evaluations of perceived P-O fit, and especially P-P fit, 
may be more important than perceived P-J fit in determining whether or not the candidate is 
accepted for recruitment. In the case of multiple interviews it is likely that the first interview(s) will 
focus primarily on determining P-J fit, and subsequent interviews will focus to a greater extent on 
determining P-O and P-P fit.  
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Chapter 4 EMPERICAL DATA 
In chapter 4 Empirical data is outlined that is needed to carry out an analysis of the fit between 
candidates and job positions in MNCs, as well as analyze which forms of IM Chinese candidates 
use in the recruitment process, and how this IM manifests itself. For this purpose the findings of 
two surveys carried out by the author on the minimum requirements of MNC positions in China 
will be presented. Furthermore a discussion of the Chinese cultural aspects of Confucianism, and 
Face will be presented, and the some of the social conditions of the typical candidate will be 
investigated, in a discussion of the Chinese education and the influence of the one child policy. 
Thus the foundations are laid in chapter 4 for the analysis and discussion in chapter 5. 
10. Results of surveys of job advertisements by western MNCs in China 
Two surveys of Job ads for positions within western MNCs in China have been done. Survey 1 is a 
survey of the minimum requirements for upper level management positions in western MNCs in 
China, the sample size for survey 1 is 101 job ads. Survey 2 is a survey of the minimum 
requirements of entry level engineering positions in western MNCs in China, The sample size for 
survey 2 is 129 job ads. Survey 1 will be referred to as S1, whereas survey 2 will be referred to as 
S2. 
Each survey looked at four general categories of data. Specifically both surveys investigated the 
general categories of minimum required: education level, work experience, language proficiency, 
and personal competences. However the variables in each category varied due to the different 
nature of jobs being investigated, S1 being senior positions, and S2 being entry-level positions. The 
findings will now be presented under each category, following that comes discussion of the 
implications of the findings.  
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Figure 4 and 5:  Minimum required education level from western MNC for S1 management position and 
S2 entry-level engineer position  
 
• According to S1, out of 101 jobs for management positions, 66% (67) require a bachelor 
degree, only 7% (7) require a master degree, only 1% (1) requires a PhD and 4% (4) require 
an MBA.  
• According to S2
6
, out of 129 entry-level engineer job ads, 14% (18) require a college degree, 
73% (94) require a bachelor degree, 7% (9) require a graduate degree and 1% (1) requires a 
PhD.  
The data thus indicates that having a bachelor degree is sufficient for Chinese candidates to work 
for a western MNC in China.  
                                                           
6
 Percentages may not add to 100% 
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•  
Figure 6: Minimum required work experiences for management position in years 
 
• The average minimum required work experience for management position in S1 is 4.3 
years
7
.  
• The average minimum required management experience in S1 is around 0.5 year
8
 and out 
of 101 jobs only 14.8% (15) job ads mentioned management experience as a requirement.    
• The average minimum required industry/sector experience in S1 is 0.36 year
9
 and out of 
101 jobs, only 9.9% (10) mentioned industry/sector experience as a requirement.  
• Another important factor is that out of 101 job ads in S1, 13% (13) require overseas work 
experience. Furthermore many job ads mentioned that overseas work experience is 
preferred, but not required.  
Thus S1 shows that the required work experience for recruitment to management positions in 
western MNCs in China is low. 
 
                                                           
7
 Standard deviation 3.1, Median 5 
8
 Standard deviation 1.25, Median 0 
9
 Standard deviation 1.1, Median 0 
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Figure 7: The frequency of work experience as a requirement for entry-level engineer position by type 
 
• The average minimum required work experience for entry-level engineer jobs in S2 is 2.6 
years
10
.  
• Out of 129 jobs, 65% (85) require industry/sector experience, 4% (5) require overseas work 
experience, 8% (10) require MNC work experience and 2% (2) require management 
experience. 
• Comparing S1 and S2, it seems that the differences between a management position and 
an entry-level position in western MNCs in China is quite small (only 1.7 years). The 
overseas working experience or previous working experience in a MNC is not an essential 
or necessary requirement. And industry/sector experience is more important in applying 
for an entry-level position. 
                                                           
10
 Standard deviation 1.6, Median 3 
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Figure 8: The required language proficiency for management position  
 
Figure 9: The required language proficiency for entry-level engineer position  
• In S1, out of 101 jobs, 88% (89) require English proficiency and in S2, out of 129 jobs, 96% 
(124) require English proficiency 
• In S1 69% (69) require Chinese (Mandarin) proficiency, 19% (24) require Chinese (Mandarin) 
proficiency. The reason why Mandarin is mentioned this frequently is because the S1 job 
ads are also directed towards foreign expatriates in China.   
• Depending on where the MNC originates from and where the MNC is located in China, 
sometimes Cantonese or other foreign language such as German, French is also preferred. 
Both in S1 and S2, only 1% (1) requires Chinese (Cantonese) proficiency. In S1, 8% (8) 
require other language proficiency and 2% (3) for S2.  
• S1 and S2 provide strong evidence that English proficiency is required. 
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Figure 10 and 11: The required personal competences in management positions and entry-level 
engineer postions. 
• Good communication (S1: 75%, S2: 64%) skills and being a good team-player (S1: 62%, S2: 
50%) are the most demanded requirements in both surveys. 
• For entry-level positions interpersonal skills are not as demanded as for management 
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position. (S1: 58%, S2: 19%) 
• High stress tolerance, self-motivation, analytical/problem solving skills are required for 
about 1 in 5 entry-level engineer position.  
• Goal oriented, fast learner, persuasion, negotiation and presentation skills are relatively 
less essential compared to other competences, all being required by less than 10% in S2.  
• Out of 129 jobs, 66% (85) require knowledge of engineering software and programs, 29% 
(38) require expertise in MS office programs.  This is a direct Person-Job fit criteria that 
MNCs set up for applicants and it seems that it is quite important for candidates to have 
the right technical skills.  
 
 
Figure 12: Required technical skills in entry-level engineer positions 
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Figure 13: The required personal competences in entry-level engineer positions 
• In S2 less than 10% of jobs required candidates to have certain personal characteristics. 
Out of 129 jobs, 4% (5) require trustworthiness, 3% (4) required flexibility, 2% (2) 
willingness to make changes, 2% (2) required cooperativeness and only 1% (1) require 
objectiveness and systematic work attitude. 
10.1. Interpretation of survey findings 
The findings of both survey 1 and 2 show that the requirements for positions within western MNCs 
as stated in the job ads are rather low, and that there are strong general tendencies in the 
minimum requirements being put forward for both entry level and management level positions. 
The findings clearly indicate that a bachelor degree is the minimum requirement for a position 
within a western MNC, this is however only the minimum requirement, and the data does not 
indicate that a higher level degree such as a master or PhD would decrease a candidate’s chances 
of recruitment. At least a few years of work experience has been found to be required in both S1 
and S2, however the difference between entry level and management positions average required 
work experience is only around 2 years.  
 
Moreover management positions rarely require any previous experience within the same sector or 
industry. The explanation for this finding is likely to be that the Chinese economy is still in the 
progress of developing, and it can therefore be difficult to find experienced Chinese managers 
within sectors or industries that are still rather new in China.  
English Language proficiency was shown in both S1 and S2 to be a general requirement, registering 
the highest score of all variables in both surveys. Furthermore the large majority of the job ads 
were listed in English, thus there is strong evidence to support that a candidate will need to 
possess good English language proficiency to be recruited to work for a western MNC in China. 
This is likely to be because MNCs operate in multiple markets, and generally use English as the 
main language within the organization, thus if a candidate does not speak English it will increase 
the difficulty of coordinating operations within the MNC. 
 
Finally both survey 1 and 2 found that communication and team-working skills were the personal 
competences most frequently required. It is assumed that communication skills refers to the 
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ability of an individual to transmit and receive information and input, as well as make oneself 
understood by others. (GCS 2008) Team-working skills are assumed to refer to the ability of an 
individual to work together with other to achieve a common goal or purpose (Time-management-
Guide 2005). S1 further showed that interpersonal skills are required for about half of the jobs. 
Interpersonal skills is assumed to refer to the ability of an individual to understand how to create 
impressions and relations through social interaction, thus interpersonal skills are seen as being 
defined by the ability to conduct impression management. This finding shows that the ability to 
perform impression management is not considered as a requirement in 4 out of 5 jobs for entry-
level positions, but may be a requirement for advancement within western MNCs as 1 out of 2 
managers are required to possess interpersonal skills. 
Other personal competences such as high stress tolerance, creativity, self-motivation, and 
analytical skills were only found to be a requirement around 20% of the time in S2. It is therefore 
assumed that these competences are not general minimum requirements for recruitment to 
western MNCs, but may be required for specific positions or jobs. Therefore these competences as 
well as competences with lower frequency will not be considered when evaluating candidate fit 
with minimum requirements. 
11. Confucianism 
Confucian ethics have served as China’s core value system for over 2000 years, and some 
researchers (Dotlich et al. 2010) believe that even today Confucianism is the most influential 
regulating force in Chinese society. (Dotlich et al 2010, Chen 2008, Jaw et al 2007) The very subtle 
influence of Confucianism can be found in most of the unwritten rules that dominate social 
interaction in contemporary China, and it can therefore be very difficult to pinpoint the exact 
impact of Confucianism in everyday life, as well as the recruitment process. A degree of 
abstraction is therefore necessary in outlining the impact of Confucian thought on the IM of 
Chinese candidates in the recruitment process.  
Confucian thought and teaching is complex and deals with many diverse areas of life, however the 
principles which are most relevant for the research of this project can be summed up as the 
following principles: Dao (The way to/to build a good life), He (Harmonious relations with others), 
Wuwei (harmony with others by avoiding conflict), De (The ethical virtue of showing concern for 
others), Yi (what is right), Lun (Status and role), and Li (rites in social interaction). (Cheung 2008)  
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Each of these will be outlined briefly. Confucianism will be related more to the research in chapter 
5 analysis.   
Dao literally means a road, and as such to follow Dao is regarded as following the road to the good 
life. In doing this, individuals are expected to achieve a harmonious order with other persons, and 
avoid elements of conflict. (Cheung 2008) This is not to be confused with Taoism, which is act of 
achieving harmony with oneself and nature, essentially Confucianism focuses on social harmony, 
whereas Taoism focuses on internal harmony. (Cheung 2008) This social harmony is again 
repeated in He and Wuwei, where He is the act of achieving social harmony, and Wuwei is the act 
of maintaining conflict-free relations with others by being open minded and using non-assertive 
methods. Thus a Chinese will rarely insist that others listen to an idea, but rather wait patiently 
for an opportunity where others are ready to listen to the idea. (Liu 2004; Cheung 2008) 
De is the practice of 5 ethical conducts; these are benevolence, rightness, rites, wisdom, and 
trustworthiness. Benevolence in particular (ren in Chinese), which involves the love, care, and 
affectionate concern individuals show for the well-being of others, is central to the ethical conduct 
of a person, as according to Confucianism nothing more defines humanity than the practical 
consideration of one human being showing concern for another. (Cheung 2008; Chen & Chen 2004) 
It is therefore partly because of the influence of De that China is considered a collectivist country. 
(Cheung 2008) 
Yi is the practice of determining what is right or appropriate depending on a judgment of the 
situation and the social status and roles of the individuals involved. Thus individuals are expected 
to act properly and give respect to their betters. (Liu 2004; Cheung 2008) The social status and 
roles of individuals is determined by lun.  
Lun is essentially the relation that exists between individuals. There are numerous forms of 
relations in Chinese society, but the most central relations outlined by Confucius are the 5 lun or 
WuLun. These are 1) the relation between ruler and subject or in contemporary terms between 
superior and subordinate. 2) Between parent and child. 3) Between husband and wife. 4) Between 
elder sibling and younger sibling.  5) Between older friend and younger friend, often also 
implemented as between older and younger colleague. (Chen & Chen 2004; Liu 2004; Cheung 
2008, Chen 2008) Confucianism dictates that in these relations the inferior party must pay respect 
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to the superior party. Thus it is expected that the inferior party takes advice, follows orders, gives 
face, shows consideration for, and shows respect for the superior party. In return it is expected 
that the superior party cares for the inferior party, provides guidance and advice, has the inferior 
party’s best interests at heart, and rewards the inferior party when appropriate. (Chen & Chen 
2004) This may also have an impact on the recruitment, as Chinese candidates are likely to be very 
reluctant in criticizing, discussing, or arguing with their future superiors.  
Building on King and Bond (1985) that “As achieving a harmonious society is the foremost moral goal”, 
Chen & Chen (2004) further indicated “individuals are expected to know their roles and positions in Lun 
and act accordingly. Only when things are in order, “he” can be achieved.” (Chen & Chen 2004)  
Finally Li are the rites or norms, which guide individuals in the way to interact with others to 
maintain the respect required by Lun and harmony required by He, to follow the road towards 
harmony that is Dao. Thus Li is a specific pattern of conduct appropriate for social interaction and 
relationships. In this way Li defines the boundaries of appropriate actions, and determines which 
actions is taboo. (Chen & Chen 2004) Face and Guanxi are two of the most dominant examples of 
Li, in that both provide clear patterns for social interaction. Therefore both Face and Guanxi are 
discussed in detail in the report.  
12. Face 
“Face” is one of the Chinese cultural factors, which has received increasing attention from both 
western and Chinese scholars (Lin Yutang 1935; Hu 1944; Huang, Davison, Gu 2008; Worm 2008). 
Scholars like Lin Yutang (1935:200) argued that it is not possible to translate this term directly into 
English, as the meaning behind this phenomenon is extremely dynamic and complicated. Thus to 
disentangle this complicated cultural phenomenon and understand the impact of Face on IM by 
candidates in the recruitment process, it is necessary to look at Face from various perspectives.     
12.1. Definition diversity: 
The complication starts with the translation per se, as there is only one translation-“Face” in 
English for two idioms “Mian zi (面子)” and “Lian (脸)” in Chinese.  Without intending to make it 
even more difficult for foreigners to understand, it is necessary to note that there are considerable 
differences between the two Chinese translations “Mian zi” and “Lian”. The differences actually 
imply different ways of acting in Face related situations (Hu 1944). According to Worm (2008), 
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“Lian” is the more direct translation of Face and refers to moral conduct, essentially how one 
should perform. For instance cheating is morally wrong and can therefore cause the loss of 
Face/Lian. “Mian zi” on the other hand is literally the forefront of the head. “Mian zi” is mostly 
associated with the process of people’s action, specifically how to behave to gain/protect Face or 
give others Face (Worm 2008 P.15-16). 
Although Face is an essential element of Chinese culture, similarities may be found in general 
aspects of social interaction. For instance Goffman (2005:5) offers the following definition of Face:   
“face is an image of self delineated in terms of approved social attributes-albeit an image 
that others may share, as when a person makes a good showing for his profession or religion 
by making a good showing for himself”(Goffman 2005 p.5) 
Goffman’s (2005:5) definition of face is assumed to refer to the practice of maintaining a good 
impression with others in western society, by performing IM in conformity with societal norms. 
Thus it is assumed that Goffman’s (2005:5) definition of Face can be considered similar to the 
Chinese “Mian zi”, indicating that Face related behavior by the candidate may not be difficult for 
western MNCs to understand.   
Generally speaking, face refers to respect, dignity and honor that people want to gain for 
themselves, or want to give to others when they interact with each other (Hu 1944). As such 
candidates will also be mindful of maintaining the Face that they themselves or others possess, 
when interacting with others. Therefore the candidate will be reluctant to refuse anything openly, 
or say something that the recruiter does not want to hear, as the candidate does not want the 
recruiter to lose Face. (Worm 2008:16) Cases of candidates waiting until the very last phase of the 
MNC recruitment process, to decline an offered position (Downing, Rouleau, Stuber 2008 p.5) may 
be the impact may be the influence of the candidate’s reluctance to cause the recruiter(s) to lose 
Face. 
12.2. Dimensions of face: 
In general face has two dimensions, one is to give others respect (giving Face) and another one is 
to gain respect from others (receiving Face). “Giving Face” refers to when the candidate performs 
gestures/IM in order to show respect and give honor to others, such as doing a favor, 
complementing, or giving appropriate gifts to show respect. (Worm 2008:16) “Receiving face” 
refers to when the candidate performs or shows off in front of others, to gain respect or 
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recognition from others. (Worn 2008:16) 
Thus “giving Face” and “receiving Face” involve the use of IM tactics such as favor doing (other-
oriented IM) and self-promotion (self-oriented IM). Different studies have shown that in order to 
enhance the respect from others (“gain face”) a candidate can try to be helpful (Hu 1944), or show 
off his/her merits, especially if others value these merits. (Chu 2006b sited in Huang, Davison, Gu 
2008:458) 
However as Confucian culture implies that candidates modest and avoid being “individual-
centered” (Cheung 2008) especially in front of older or higher status persons, it is possible to 
assume that candidate behavior relating to gaining Face from others will be in the form of more 
passive social behavior. This passiveness means that for instance instead of openly or obviously 
demanding respect or opinion conformity as from others, Chinese candidates might tend to wait 
for or subtly imply that others should give face. Therefore Chinese candidates might not be the 
best in performing self-oriented impression management, such as self-promotion, with the 
purpose of gaining Face from others.  
 
The behavior of trying to prevent that respect from others is reduced (“losing Face”) is called 
“Face saving”. Avoiding losing face could be interpreted as the foundation of keeping a good 
impression, as losing respect from others implies that others have a worse impression of the 
candidate. So it is common for candidates to attempt to save face to avoid damaging their 
impression. Studies of social interaction among Chinese employees show that “face saving” also 
has an impact on Chinese employees’ work behavior (Jaw et al 2007, Tong & Mitra 2009). One 
study found that when an individual’s disadvantages are exposed in front of others in a way that 
may lead to embarrassment, or result in damaging the honor or dignity of the individual. The 
individual will try his/her best to save Face by for instance avoiding discussion or arguments with 
others in public, not sharing information or personal stories with others, and generally keep a low 
profile as much as possible. (Huang, Davison, Gu 2008:458) In terms of the recruitment process 
this face saving behavior contributes to an explanations of why some Chinese applicant fake their 
bio-data, or give fake references about their pervious job performance. As well as explain why 
some Candidates are unwilling express their own ideas and opinions, or disagreement with the 
recruiter(s). Furthermore Face saving behavior can serve to explain why some candidates might be 
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reluctant to admit mistakes, or lack of knowledge, in order to preserve a good impression, and 
thus their Face.  
12.3. The characteristics of face 
An interesting characteristic of face is that face also has size. Generally persons who have higher 
social status have bigger Face than people who have lower social status. People who have a “big 
face” are usually well respected in general or possess power. In most cases people who are of 
higher social status will have less desire toward “giving Face” to others, but expect to “receive 
Face” from others more often. The reverse is true for people who are of lower social status, as 
these persons will usually perform more “Face giving” to persons of higher social status, but rarely 
“receive Face” from others. (Worm 2008) Social status can generally be assumed as deriving from 
the Confucian concept of Lun or relations, specifically the 5 relations.  
Following this logic, a job recruiter from MNCs will have bigger face than the job candidate, as the 
recruiter is considered superior in the specific relation. Thus it is likely that the candidate will 
perform other-oriented IM to show respect (give Face) to job recruiter.  
In keeping with Confucian culture, there is therefore also less “Face” between strangers than 
acquaintances, as acquaintances have a relation. This means that if people know each other, there 
is a culturally derived expectance that they ought to show their respect for each other by giving 
Face, this may for instance be in the form of doing favors for each other. In some cases, “Face” is 
therefore sometimes considered as personal characteristic in China that the likelihood of success 
of an action that involves social interaction. (Huang, Davison, Gu 2008) 
Developing and maintaining social relations with others so that Face may be gained and expressed 
is thus a vital aspect of social interaction in China, and is commonly referred to as Guanxi (关系). A 
detailed discussion of the concept of Guanxi can be found in the Appendix, as understanding 
Guanxi is vital to understand social relations in China, but not critical in understanding the 
performance of Chinese candidates in the recruitment process of western MNCs.  
As a result of these practical implications of Face, Chinese candidates are likely to be very aware of 
and concerned with gaining and maintaining Face in their interaction with the recruitment process 
of western MNCs, as well as perform IM focused on giving Face to the recruiter or MNC.  
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13. The Chinese education system 
With the typical candidate spending at least 15 years in the Chinese education system, the large 
majority of qualifications required to work within a MNC are expected to be developed in the 
candidate's interaction with the education system. As such it goes without saying that the 
characteristics of the Chinese education system are an important factor in determining the 
individual candidate's capability to work for a MNC.  
Firstly, the structure of the Chinese education system seems to mimic the US education system. 
The typical Chinese student starts in primary school at the age of 6. At the age of 12-13 the 
student typically moves on to junior high school. Following three years of junior high school, a 
series of written exams determine which senior high school the student can attend. (China 
Education and research network)  After another three years the student takes another series of 
written exams, these are called the college entrance exam (Fong 2004 p.24). The score on the 
college entrance exam exclusively determines which, if any, type of college/university the student 
can attend. The national universities generally require the highest score. As there is intensive 
competition for the best universities, students devote vast amounts of time and energy to 
achieving a high score (Fong 2004 p. 42,87-90).  
Because of this kind of structure, Chinese students are used to having written exams and being 
very competitive during the entire education period.  
“Andrew Hamilton of Oxford University said that the Chinese are very good students, involved 
in a number of world-class research and they are very good at winning the competition with 
students from other countries. The results from the education, the East-West differences are 
not large” (Yuan and Shen 2010)  
Secondly, the Chinese education system is openly elitist. Schools are ranked according to the 
level of teaching and Grade Point of Average (GPA) of students. Teachers are evaluated based on 
the performance of their students, and this student performance is assessed by college entrance 
exam grades (Fong 2004 p.95). This creates strong incentive for teachers to structure their 
teaching according to the examination form of the college entrance exam, which is designed by 
Chinese government education ministry (Wu 2009, Cavanagh 2007). So it is top-down approach 
to deciding what the student should learn and how teachers should teach. This means that the 
teacher’s job is to follow the fixed structure and content of the college equivalence exam and try 
their best to train their students to score high grades, in order to increase their own reputation. 
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This is a “win win situation” for both teacher and student, but it to a large extent offers limited 
opportunities for both the teacher and the students to be critical and creative. The top-down 
approach also has an impact on the learning style, as the impression that is created is that the 
right way to be a good student is to do whatever teacher tells you to do. Therefore Chinese 
students are not used to questioning authority and arguing with their teachers.   
 
Thirdly, most of the exam type is a written multiple-choice exam; this is also the case for political 
science, Chinese literature, English language, and similar exams. As such the exams leave no room 
for the critical thinking, creativity, argumentation, teamwork, and oral presentation, which are 
dominant features of western exam systems. (Bjørkman & Lu 1999 p.20) Thus the Chinese 
education system inherently stimulates learning by heart because the focus is on directed 
towards building up a repertoire of facts that the student can draw on at the exam. Most teaching 
is conducted almost exclusively based on standardized textbooks, and performance is primarily 
evaluated based on memorization rather than understanding of facts. (Fong 2004 p.116, 
Cavanagh 2007) 
The result is the promotion to the country’s most prestigious educational institutions of students 
who develop the ability to excel in memorization, repetition, working hard and long hours, and 
staying goal oriented Fong 2004 p.120) Whereas students who do not master these disciplines, 
but might have other strengths, are typically demoted to lower ranked educational institutions. 
(Fong 2004 p.116) 
 
Because Chinese education is so focused on standardized answers to standardized questions, the 
diligent university graduate will typically achieve a deep level of understanding within a 
standardized field. Essentially the student will be able to apply the knowledge gained from the 
textbook, and the professor, but will not be able to contribute very much with personal input, or 
self generated knowledge. Like Andrew Hamilton of Oxford University said:   
“they (Chinese students) lack of the capacity to challenge their Professor’s view. Chinese 
students are often reluctant to challenge academic authority, express different views, not 
willing to conduct independent creative thinking.” (Yuan and Shen 2010) 
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It is therefore likely that the Chinese candidate will have a high degree of awareness of how the 
candidate can perform a given position within the corporation, but be unaware of how the 
candidate might be able to contribute new value, input, or knowledge to the MNC. As such the 
candidate may lack unique abilities, which can be used in the recruitment process to market the 
candidate towards the MNC. 
 
Fourthly, This problem is intensified by the fact that rapidly increasing university enrollment, and 
lingering effects of the Cultural Revolution, has put serious limitations on the ability of Chinese 
universities to maintain a high standard of teaching. Most universities simply cannot find enough 
qualified professors, educators and researchers to fill demand, and must therefore to a large 
extent rely on staff without academic education. (Brain drain 2009) 
 
The effects of the characteristics of the Chinese education are particularly vivid when it comes to 
student oral English language capabilities. The extensive focus on written exams, and therefore 
written exam preparation, seems to lead to a widespread neglect of oral English language teaching 
in the majority of educational institutions in China. (Fong 2004 p.117-118) As the survey of 
Chinese job ads has clearly demonstrated, the large majority of MNC jobs require excellent English 
language capability as a minimum requirement, thus this may exclude many Chinese university 
graduates from being considered fit for recruitment to a MNC.  
  
14. The One child policy 
The Chinese population control policy, commonly referred to in English as the one child policy 
was instigated in 1979 by the Chinese government and is still in effect. (BBC Sep 2000, Fong 2004 
p.2). This policy actually means that every couple is only allowed one birth. Thus it strictly limits 
Chinese couples to having only one child in most of cases. (Therese, Li, Zhu, 2005) The policy was 
mainly implemented to rapidly decrease China’s population growth, and encourage or enable 
parents to invest more in the education of their child, thereby enhancing the capabilities of 
China’s future generations, allowing China to move towards becoming a first world country. 
(Fong 2004 p.2-4) 
The one child policy has indeed created a situation where the large majority of all urban children 
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attended primary and secondary school, and a large number of them also move on to attend 
university. However this generation has been under enormous pressure, which arguably has 
influenced their beliefs and values in general. Due to the fact that they are the only child of the 
family, they become the sole provider in the future for their parents, and perhaps also their 
grandparents, thus parents start to put high expectations on their child. (Fong 2004; Wu 2009) 
The principal belief most Chinese parents subscribe to is that the only way to secure a bright 
future for themselves and the rest of the family is for their child to attain an elite job, which can 
be achieved through elite education. As such the phrase “only child, only hope” has become a 
common descriptor of the situation faced by many Chinese graduates. (Fong 2004 ; Wu 2009) 
“Education expenditures for children ranks number one in consumption categories for most 
Chinese households, according to CASS (China’s Academy of Social Sciences).” (Wu, E 2009) 
“Most Chinese parents spare nothing to send their children to the best primary and 
secondary schools in order to gain entrance into the best universities”(Wu, E 2009 ) 
Therefore many Chinese who were born after the one child policy are under never-ending 
pressure to continually increase their qualifications in order to compete. This massive pressure 
on the individual child has largely shaped their childhood and youth, as the only purpose of their 
life seems to be to study, receive good grades and perform well in school. Moreover most hobby-
like activities which might distract the child from concentrating on studying will be prohibited by 
the teacher and parents. (Fong 2004) 
“It it common for Chinese children to start studying academic material from the age of 6, and 
from then devote an average of 8.6 hours a day to school, with some spending as much as 12 
hours a day in the classroom, according to a study conducted by the Chinese Youth and 
Children Research Center” (Wu, E 2009).  
Thus an ambitious and hard working generation of highly educated Chinese graduates has been 
raised, however this generation has had to adapt to the environment and conditions of the 
Chinese education system to achieve academic excellence. Therefore although much effort and 
hard work has been put into achieving the best results, the desired results and the method by 
which this has been achieved may be a problem. (Fong 2004; Wu 2009) 
Based on the pressures put on the candidate by the one child policy it is not possible to say that 
the typical candidate will be unmotivated, or lacks the proper work ethic and dedication to 
succeed in a MNC. Rather it can be said that the average candidate has become accustomed to 
dealing with workload and expectations, which probably exceeds that of student's of many other 
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nations. 
That being said the impact of the one child policy does create problems in connection with the 
average candidate's attitude and behavior towards employment. The candidate will first and 
foremost be concerned with attaining wealth, prestige, and face for the family and the candidate, 
whereas job satisfaction, personal development, and social wellbeing are likely to be secondary 
considerations. One possible outcome is that the candidate's approach to job selection and MNC 
recruitment will be much less discriminated by factors such as personal interest, competence 
within the required fields, and personal contribution. As such the candidate will probably be less 
aware of how to create an impression of person-job fit, through self-oriented IM.  
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Chapter 5 ANALYSIS and DISCUSSION   
The purpose of chapter 5 is to analyze the previously outlined context and theoretical perspectives 
with the aim of testing the hypotheses posed in the introduction chapter. The data collected for 
the project will form the framework for the analysis. Thus in order to answer hypothesis 1 the 
Chinese candidate will be evaluated based on the data collected in chapter 2 concerning the 
average minimum requirements of MNCs in China. Hypothesis 2 will be answered using a different 
approach, the framework of that analysis will be based on the typical MNC recruitment process 
outlined in chapter 4, the aim there being to discover possible situations in which IM might impact 
the recruitment decision, leading to a failure to recognize qualified candidates. The analysis is 
divided into 2 parts, the first dealing exclusively with answering hypothesis 1 from a general 
perspective, whereas the second attempts to answer both H1 and H2 by analyzing the use of IM 
and evaluations of fit in the recruitment process. Following this analysis an in-depth discussion of 
the findings of the analysis is carried out. Reflections and conclusions on the answers to H1 and H2 
are presented, and the theoretical framework is applied in achieving insight as to the nature and 
root causes of the existence of the paradox presented in the problem area. The chapter is rounded 
off with a part conclusion that outlines all the findings relevant for understanding and interpreting 
the conclusion of the project. 
15. Analysis part 1: General candidate fit with minimum MNC 
requirements 
The findings of the two surveys presented in chapter 4 will now be compared with data concerning 
the Chinese candidates to determine if the candidates fit the minimum requirements of 
employment in western MNCs. This is done to attempt to answer H1. 
15.1. Education:  
Survey 2 found that 73% of engineer positions require a bachelor, and 14% only a college degree. 
A 2005 study by Duke University of engineer graduation in China found that China at the time 
produced around 350.000 Engineer with at least a bachelor degree every year. (Bracey 2006) and 
the statistics from Ministry of education of China reported that in 2009 there are 1,841,946 
students graduated in engineering major. (Ministry of education 2009) This number has likely 
increased since then due to greatly increased university enrollment. The achieved level of 
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education should therefore NOT prevent the candidate from fitting with the minimum 
requirements.  
15.2. Technical skills:  
Survey 2 found that 66% require knowledge of engineering software such as SAP, and 29% 
required knowledge of MS office. With the intense focus of Chinese education on analytical work, 
and learning standardized solutions to problems. It should be fair to assume that the majority of 
Chinese graduates will achieve good technical skills, such as the software requirements for 
engineers. Technical skills should therefore NOT prevent the candidate from fitting with the 
minimum requirements. 
15.3. Work experience:  
Survey 2 found that the average required work experience was around 2.5 years, and that 65% 
required previous work experience within the same industry or sector. These requirements should 
be considered relatively easily met by candidates who are not just fresh out of university, given 
that only 8% require work experience from another MNC, and 2% management experience, most 
relevant work experience should ensure that the candidate meets the minimum requirements of 
fit.  
15.4. Language:  
Survey 2 found that 96% of MNCs require English language proficiency, and this finding is further 
supported by survey 1 which found that 88% require English. This may present a major problem 
for Chinese candidates in living up to the minimum requirements. The Chinese education system is 
the main source of the problem, as the general learning and examination method does little to 
inspire or encourage the Chinese students to improve their oral English language proficiency. Thus 
it is likely that the majority of candidates will not be able to meet the minimum requirement of 
English proficiency, if it is assumed that candidate English proficiency is based and developed 
primarily in the interaction with the Chinese education system. This assumption may however be 
problematic as there are a multitude of alternative methods, and opportunities, for the average 
Chinese student to improve oral English language proficiency. Some widely used methods of doing 
so are evening/weekend classes, and private tutoring. (Fong 2004) 
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15.5. Personal competences and characteristics:  
Survey 2 found that 64% of MNCs required communication skills, and 50% required team working 
capabilities. This is supported by survey 1 which showed values of 75% for communication skills, 
and 62% in team work. These are the only consistently required skills in survey 2, with 
interpersonal skills, high stress tolerance, self motivation, and analytical skills, only being found as 
required for around 20% of the MNC positions, and the remaining competences and 
characteristics being required to such a low extent that they may be ignored. Survey 1 showed 
almost similar results, with the main differences being interpersonal skills at 51%, creativity at 31% 
and self motivation at 33%. Thus communication and team work skills are most relevant for 
minimum requirements of P-J fit with entry-level positions, whereas interpersonal skills, creativity, 
and self-motivation, may be used to evaluate the candidate’s long term potential within the MNC, 
as these requirements might be considered during the recruitment process for evaluating the 
candidate’s potential for future promotions or postings. 
In terms of communication skills there are a number of factors which might impact whether or not 
the candidate is evaluated as having good communication skills, these are: Confucianism, Face, 
Guanxi, and the Chinese education system.  
1) The focus on achieving social harmony in Confucian culture, particularly the influence of Wuwei, 
which is the act of achieving harmony with other by avoiding conflict, can lead to what might be 
considered poor communication skills. As being unable to voice and insist on ideas, input and 
critique, may hinder effective communication with recruiters who do not share the same cultural 
background.  
2) The focus in Chinese culture on giving face to others and not causing others to lose face may 
again influence the extent to which the candidate is able to communicate critique, ideas and input 
directly in the recruitment process, furthermore candidates may be very reluctant to ask questions, 
or demonstrate that there is something which the candidate does not know, as doing so might be 
considered as losing face. Thus the ability of the candidate to communicate effectively as it is 
difficult for the candidate to admit misunderstanding, or ask clarifying questions.  
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3) Guanxi (see appendix) may influence how and which things the Chinese candidate will feel 
comfortable communicating to others, it may be that the Chinese candidate will attempt to 
maintain a clear separation between personal life and professional life, as thus it may be difficult 
for the candidate to communicate with others in a personal collegial fashion unless a strong 
relationship exists. This may result in candidates in the recruitment process being reluctant to 
communicate information which is used to evaluate P-O fit such as personal goals, aspirations, 
interests, and values.  
4) A final factor which may influence the candidate’s communication skills is the Chinese 
education system.  As the Chinese education system focuses on enhancing the ability of students 
to perform written analytical and problem solving work, and maintains a Confucian power 
distance between teacher and student, communication is often conducted in a one way fashion. 
(Fong 2004) Asking the professor questions during a lecture is generally frowned upon, and 
students are rarely asked to communicate their own input and ideas (Cavanagh 2007) 
The influence of these 4 factors may be that the communication skills of the Chinese candidate 
underdeveloped. However communication skills are generally assumed to be developed in the 
candidate’s social interaction with friends and similar. Thus individual social interaction will also be 
a key determinant of the candidates communication skill, thus it can only be concluded that the 
influence of Chinese culture does not support the candidate in developing the communication 
skills required for being considered fit for MNC recruitment. 
Team-work skills were the second generally required skill. There are a number of factors which 
may influence the candidate’s team-work skills, these are: Confucianism, Face, Guanxi, and the 
Chinese education system.   
1) Confucianism may affect the candidate’s team-work skills in a number of ways. Specifically 
He, Wuwei, De, and Lun may be argued to influence the candidate’s team-working skills. 
The focus on social harmony in He and Wuwei, may influence the candidate’s ability to 
critique other team members, and guide the group towards the goal or solutions which the 
candidate sees as correct. The collectivist tendencies fostered by the influence of De may 
lead the candidate to perform better in team work, as the candidate’s focus will to a 
greater extent be on ensuring that the team remains efficient, and that all members of the 
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team are happy. Finally Lun may lead the candidate to adopting a superior or subordinated 
role in the team, depending on the relations between the team members. This may 
influence the candidate’s team work skills both negatively and positively, as the candidate 
may display high work ethic, and agreeableness, but also expect to be able to determine 
the course of action if assuming the superior role.  
2) Face may influence the candidate’s team-work skills in much the same way as it affects the 
candidate’s communication skills, in that the candidate may fear losing face, and be too 
concerned with giving face to provide necessary critique, input, and feedback. 
3) Guanxi relations may influence candidates to the extent that they find it difficult to 
separate critique and ideas, from the person offering the ideas and critique, and thus tend 
to take critique or alternative input and ideas, as a personal attack or critique of others or 
the candidate. Thus the candidate may also be reluctant to provide own input, and tend to 
agree with the persons with whom the candidate has guanxi relations. 
4) The primary method of teaching and examination in the Chinese education system is 
individualized written examinations, moreover in many schools and universities 
competition between students is directly encouraged. Therefore it is common for Chinese 
students to avoid team work in the education system, and to be reluctant to tutor other 
students. (Fong 2004)   
Thus the candidate is likely to be accustomed to a Chinese method of team work, which involves 
complex social norms for how the candidate is supposed to interact with other team members. 
This is likely to contrast sharply with the method of team work used in western MNCs, as the team 
work methods used in western MNCs are assumed to be based on western ideals of individualism, 
critical thinking, and free discussion.  
As interpersonal skills may be used as in the recruitment process as an indicator of the candidate’s 
long term potential in the MNC, and thereby P-O fit, the factors which influence a candidate’s 
interpersonal skills will also be considered. Interpersonal skills can primarily be seen as influenced 
by Guanxi. Guanxi may essentially be viewed as a complex set of rules which govern interpersonal 
relations in China. Thus individuals, whom are capable of successfully managing guanxi relations, 
should be considered to possess interpersonal skills; however the rules which govern 
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interpersonal relations in MNCs may be assumed to be considerably different than those which 
dominate interpersonal relations in China. Thus the extent, to which a candidate can display these 
interpersonal skills in the recruitment process, depends on the extent to which the candidate is 
familiar with the way in which interpersonal relations are conducted in MNCs. 
15.6. Analysis part 1 conclusion  
The conclusion that can be drawn from this analysis of the extent, to which the average candidate 
fits the minimum requirements, is that the average Chinese candidate to a large extent fits the 
minimum requirements posed by MNCs. The areas in which the candidate may face problems are 
mainly the candidate’s English proficiency, as well as the communication and team working skills 
of the candidate. Of these areas English proficiency presents the most likely problem, as the 
opportunities and incentives in the Chinese education system for developing good English 
proficiency are limited. This therefore typically requires a great deal of effort on the part of the 
candidate. Bearing this in mind there is nevertheless not enough evidence to support the 
hypothesis that the majority of Chinese candidates do not fit the minimum requirements of MNCs 
(H1).  
However the analysis so far has only focused on the extent to which an actual fit can be 
determined, looking exclusively at the qualifications of the candidate, rather than the interaction 
of the candidate with the MNC in the recruitment process.  In practice the decision whether or not 
the candidate fits the minimum requirements of the MNC are not made on an abstract level, but 
rather in a consideration of the performance of the candidates in the recruitment process. 
Therefore an analysis of the candidate’s interaction with the recruitment process of the MNC is 
required to answer H1 satisfactorily as well as answer H2. This analysis will focus on the possible 
forms of Impression management conducted by candidate in the recruitment phases, as well as 
the ways in which the candidate will be evaluated in terms of fit by the MNC. 
16. Analysis part 2: Candidate IM and Fit in the recruitment process 
Candidate impression management and MNC evaluations have been identified earlier as occurring 
in 5 distinct phases in the recruitment process. This is illustrated in the figure below. 
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Figure 14: illustration of IM and fit evaluations in the recruitment process  
The aim of the analysis is to investigate ways in which IM and fit evaluations are likely to occur, 
and the factors which are likely to influence candidate choice of IM strategy, in this way it may be 
understood how IM actions by the candidate results in fit evaluation reactions by the MNC, and 
thus may cause candidates to be rejected or accepted for recruitment by western MNCs. In each 
phase of the recruitment process the influence of the cultural and social context will be 
considered in determining candidate choice of IM actions, and other relevant factors.  
A causal chain is used in which the cultural and contextual factors identified in chapter 4 
influences the candidate to perform IM actions. These IM actions performed by the candidate are 
thereafter evaluated by the recruiter based on the types of fit. The result of this evaluation is 
either then either that the candidate is accepted and passes on to the next phase, or rejection 
resulting in the candidate exiting the recruitment process. 
Page | 71  
 
 
Figure 15: illustration of the Causal chain used in step 2 of the analysis  
 
16.1. Phase 1 – Job listing 
In phase 1 the minimum criteria of the position are identified and communicated by the MNC in 
the listing of a job advertisement. These minimum requirements have been investigated and 
outlined in the job ads. In placing these job ads the MNC engages in self-oriented impression 
management, specifically the MNC usually performs self-presentation, and self-promotion. Self-
presentation occurs in the description of the MNC, which is usually included with the 
requirements for the job, and self-promotion in the offered benefits and compensation. 
Phase 1 sets the terms which the rest of the recruitment process are determined by, as the 
requirements outlined, the corporate culture communicated, and the compensation offered 
determines which individuals will apply for the position. Thus candidates may find that the 
corporate values do not resonate with their own values. The requirements communicated in the 
job advertisement may (intentionally) not reflect the actual requirements of the job. As such some 
unqualified graduates may apply for the position in the belief that they are qualified. Finally the 
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listed compensation, or prestige of the position, may not be enough to attract some individuals to 
apply for the position. This can be seen as a result of the one child policy, which puts great 
pressure on Chinese graduates to attain a well-paying prestigious job.  
16.2. Phase 2 – Application 
In the application phase, candidates’ may engage in self- and other-oriented impression 
management directed towards the MNC. As such there are a number of problems, which may 
occur due to Chinese culture and social conditions.  
Candidate self-oriented IM actions, which are likely to result in rejection: 
1) Self-promotion in the application, which displays modesty and a subordinate perspective, 
and which therefore fails to communicate, or under-communicates the personal 
competences, capabilities, experience, and language proficiency of the applicant. Modesty 
may well be interpreted as lack of confidence, or simply not detected and thus perceived 
as a lack of abilities. This can be seen as the influence of Confucianism.  
2) Self-promotion in the application may also go in the opposite direction with applicants 
attempting to give off the impression of fitting perfectly for the job and organization. In 
doing so the candidate may cheat, exaggerate, forge, or otherwise engage in deceptive 
behavior. The propensity for candidates to do so should be seen as a consequence of rising 
graduate unemployment, the prestige attached to MNC employment, and the relatively 
higher level of salary offered by most western MNCs. This can be seen as a direct result of 
the increased pressures put on graduates due to the one child policy, and high degrees of 
academic dishonesty in the Chinese education system. 
3) In terms of Self-promotion the applicant may fail to realize how the applicant can 
complement the MNC with new skills, abilities, knowledge or input. This should be seen as 
a lack of awareness concerning how the candidate might accomplish this, due to being 
educated in the Chinese education system which focuses on the acquisition of standard 
skills, with the purpose of living up to standard requirements, and performing standard 
roles. The candidate may therefore lack the self-awareness and critical reflection, which 
are necessary to redefine or innovate the candidate’s given role. 
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4) Self-presentation performed in poor written English, or with a standardized/copied 
application, would also result in rejection as the large majority of MNCs require good 
English proficiency, and some degree of creativity. The Chinese education system would in 
this case be considered the main element responsible for the candidate’s poor written 
English. This is likely to occur despite the fact that most English education in education 
system focuses on written English, because the written English examinations mainly focus 
on grammar and reading comprehension, not creative writing. (Fong 2004) 
Candidate other-oriented IM actions which are likely to result in rejection: 
1) The candidate may focus the application towards creating attraction by complementing the 
organization, the team, or the relevant recruiter or manager. This form of other-
enhancement should be seen as an attempt to establish Guanxi, or alternatively as a way 
of giving the person face to show respect and seek harmony. However these actions are 
more likely to be interpreted as “sucking up” or worse attempts at corrupt practices, 
moreover the candidate will be evaluated on P-J fit and to some extent P-O fit, but P-P fit 
or recruiter liking is unlikely to be a factor in phase 3. Thus the candidate will likely be 
rejected.  
16.3. Phase 3 – Applicant sorting 
In phase 3 the MNC will conduct evaluations of actual and perceived person-job fit, and person-
organization fit. In doing so it is assumed that the MNC will reject candidates that perform IM in 
the ways outlined in phase 2. Furthermore the MNC is likely to reject candidates based on a 
number of reasons, which relate to the way in which the MNC evaluates fit in phase 3. These 
reasons will now be outlined.
 
 
MNC Person-Job fit evaluation related reasons which result in applicant rejection. 
1) MNCs are very likely to evaluate applicants based not only on the degree which they have 
achieved, but also the university which they graduated from. In doing so the MNCs will 
apply some form of ranking which is likely to be developed from the official ranking of the 
university, coupled with the recruiter(s) impression of graduates from the university. This 
impression is likely to have been constructed by the performances of other graduates, 
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whom the recruiter(s) have previously encountered, and thus the roles played by others 
influence the recruiter(s) perception of which role the applicant is likely to perform. Thus 
P-J fit is simultaneously evaluated based on objective criteria of ranking, and subjective 
criteria of impression. Applicants from poorly ranked universities or universities whose 
graduates have gotten a poor reputation are therefore likely to be rejected. 
2) In cases where the applicant does hold a degree from a reputed or highly ranked university 
the MNC may fail to believe that this is actually the case, as high degrees of applicant 
dishonesty in reporting qualifications leads the recruiters to take too many precautionary 
measures. Thus applicants may primarily be evaluated on the trustworthiness of their 
application, rather than their perceived P-J fit.  
3) The job advertisement may have under-reported the minimum requirements of the job, 
and therefore applicants may be held to a different standard of actual P-J fit, than what 
was initially assumed when applying for the position. 
4) Some positions reportedly attract several thousand applicants (Wu 2009) in these cases 
advanced computerized application sorting is likely to be used by the MNC, this sorting is 
assumed to operate by measuring objective applicant fit with the job. However this 
computer sorting may be insufficiently accurate to account for deception and exaggeration 
on the part of applicants. Thus computer sorting may sort a large proportion of the out the 
honest applicants, as the cut off points may be pushed up due to inflated qualifications.  
5) Finally the actual English language proficiency required for achieving objective person – job 
fit may be subjectively inflated by the recruiters responsible for sorting applications, thus 
minimum requirements may be used which are largely irrelevant for achieving actual 
person-job fit, and thus performing the job as required.  
16.4. Phase 4 – Exams 
In phase 4 the MNC will conduct examinations of selected candidates to evaluate their actual 
person-job fit, these candidates will in turn engage in job-oriented impression management when 
performing the exams, with the purpose of creating a good impression. A number of factors which 
can lead to candidates being rejected may occur these are: 
 Candidate job-oriented IM actions which may result in rejection: 
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1) Candidates may seek to avoid losing face by actively decreasing their own chances of 
success by means of self-handicapping. In this way the candidate will be able to explain 
failure as occurring based on an obstacle, and claim extra credit in success for being able to 
overcome the obstacle. For instance a Chinese candidate may request to take the IQ 
written exam in English rather than Chinese, thus in failure the Chinese can blame failure 
on lack of familiarity with English, rather than lack of intelligence. As stated the impact of 
Face in Chinese culture is an important determinant of the use of this type of strategy. 
2) The examination form may lead to the candidate performing poor job-oriented IM, as the 
candidate is unfamiliar or untrained in the examination form. Thus due to the influence of 
the Chinese education system the candidate would be likely to perform poorly if faced with 
essay style, or open ended question examinations, but on the other hand perform very 
well in analytical or multiple choice examinations (Bjørkman and Lu 1999 p.19) 
3) Exams conducted in English may lead to candidates with excellent technical qualifications, 
but limited English proficiency, being unable to use these qualifications in aptitude or 
professional knowledge exams (HiAll 2005) 
4) Finally the candidate may attempt to somehow cheat in the examination, the motivation 
for which originates primarily from the pressures on the candidate as a result of the one 
child policy, and high graduate unemployment.   
MNC Person-Job fit evaluation related reasons which result in applicant rejection. 
1) The use of a given examination form may give the recruiters a distorted picture of actual 
person-job fit, as the exam results may display familiarity or lack of familiarity with the 
examination form, rather than candidate aptitude within a certain field. 
2) Undetected cheating by candidates may result in candidates which are objectively unfit, 
progressing to the next phase(s). As well as rejection of fit candidates. 
 
16.5. Phase 5 – Selection interviews with professional recruiters 
In the selection interview with the professional recruiter, the candidate will be able to use self and 
other-oriented IM. This use of IM will then be evaluated by the recruiter based primarily on 
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perceived P-J fit, and to some extent perceived P-O and P-R fit. An outline follows of the factors 
which may lead to a candidate being rejected. 
Candidate self-oriented IM actions which may result in rejection: 
1) The candidate may be modest or unwilling/unable to engage in self-promotion due to the 
influence Confucian values of modesty and respect for superiors. However with the focus 
of the first selection interview being on achieving a general understanding of the candidate 
with the purpose of selecting candidates on the basis of P-J fit, the recruiter is likely to 
reject candidates which do not make a strong case for why they fit well with the job.  
2) The candidate may give scripted answers to questions asked by the recruiters, without 
conveying a deeper understanding of the answers given. This may happen as a result of the 
relatively standardized nature of the recruitment process of most large MNCs. It is 
generally possible to find information online concerning the specific questions which will 
be asked, and which answers should be given. The candidate may be likely to adopt this 
approach as an attempt to cover poor English language proficiency, and as a result of an 
education which focuses on standard answers and learning by heart, enabling the 
candidate to memorize a great deal of information. Discovering that this is being practiced 
may lead to rejection.  
3) The candidate lies or exaggerates performance, results, or qualifications that are difficult to 
assess or verify, but fails to persuade the recruiter as to the truth of these claims.  
 
Candidate other-oriented IM actions which may result in rejection: 
1) The candidate spends most of the time flattering, praising, complementing, or otherwise 
giving face to the recruiter. 
2) The candidate spends most of the time praising the organization, position, team or similar, 
and thus tries to give the recruiter face for being part of the organization.  
3) The candidate generally demonstrates a very large extent of agreeableness, agreeing with 
whichever claims and statements the recruiter makes. This could be seen as the influence 
of the Confucian Lun relations, as well as the Wuwei approach to creating social harmony, 
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as well as means of protecting Face as the candidate is unlikely to be questioned or 
contradicted if agreeing. Moreover it may also be a way of giving the recruiter face.  
4) Finally the candidate may be unable to connect with the recruiter on a personal level due 
to a lack of cultural understanding and insufficient English language proficiency. As such 
the candidate may not be able to understand the recruiter’s humor, or engage in small talk. 
These factors may be important in determining Person-Recruiter fit, and may thus decide 
some of the cases in which the candidate is evaluated as close to being accepted.  
Recruiter perceived Person-Job fit evaluation related reasons which result in applicant rejection. 
1) The candidate fails to relate to how the candidate would perform in the organization or 
contribute with new input or knowledge, thus the candidate is not perceived as adding 
anything to the job fit or organization fit which is demanded. This can be seen as a result of 
the influence of the Chinese education system, as Chinese students rarely dare voice their 
own opinions as they fear questioning authority figures such as professors. (Bjørkman & Lu 
1999) The same may be true for supervisors and recruiters.  
2) With the recruiter typically being a HR professional, the recruiter may not have the 
knowledge or skills necessary to correctly assess person-job fit, for instance the recruiter 
may misjudge the candidate’s technical abilities. Although largely universal this problem 
may be further intensified by the influence of the Chinese education system, where 
examinations focus on concrete demonstration of knowledge in questions and written 
exams, rather than presentation of knowledge in oral exams. Thus candidates will find it 
difficult to persuade recruiters of their abilities. 
Recruiter perceived Person-Organization fit evaluation related reasons which result in applicant 
rejection. 
1) With the recruiter typically being a HR professional, the recruiter may belong to a branch, 
group, or department of the organization which is characterized by organizational culture 
and values, which are different from the organizational culture and values where the job 
will be conducted. Thus the criteria by which P-O fit is evaluated may be incorrect, thus it is 
possible that a candidate is rejected due to a perceived lack of P-O fit, although actual P-O 
fit exists. 
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Recruiter perceived Person-recruiter fit evaluation related reasons which result in applicant 
rejection. 
1) The recruiter may find it difficult to understand the candidate’s point of view, or 
misinterpret the actions of the candidate, leading to reducing liking, and thus rejection. 
2) The recruiter may be prejudiced against Chinese candidates from certain social or 
educational backgrounds, leading to the IM actions of the candidate being perceived based 
on the recruiter’s attitude towards the specific role or group that the recruiter has 
identified the candidate as belonging to.  
16.6. Phase 6 – CV verification 
In phase 6 deceptive behaviors by some candidates may be discovered by the MNC. The likely 
result of deceptive behavior being discovered is that the candidate is rejected, however in some 
cases the candidate may be offered a chance to defend him/herself. Research by Rosenfeld, 
Giacalone & Riordan (2002:73-108) into the impression management tactics which individuals may 
use to protect the impression others have of the individual, suggests that the candidate may make 
use of the following tactics: Excuses, Justifications, and Apologies. (Rosenfled, Giacalone, Riordan 
2002:77-90,101) 
An excuse may be used to admit that the deceptive behavior was wrong, but deny responsibility 
for the deceptive behavior occurring. (Rosenfled, Giacalone, Riordan 2002) Excuses can be seen as 
a form of protective self-oriented IM, which focuses on maintaining the candidate’s impression of 
integrity, and trustworthiness. A candidate may be likely to make excuses to avoid losing face, or 
avoid losing the chance of getting the job. Thus deceptive behavior may be excused as for instance 
a typos’ in writing exam grades, a mistake by someone else, or simply an accident. 
Justification may be used to admit responsibility for the action, but deny that the action was 
wrong. (Rosenfled, Giacalone, Riordan 2002) Justifications can be seen as another form of 
protective self-oriented IM, as the candidate seeks to maintain the impression of someone who 
knows and understands how to abide by the rules and norms of the recruitment process. Thus the 
candidate may justify deceptive reporting of Bio-data by claiming that this is generally necessary 
and accepted in the Chinese labour market due to intense competition. A study of self-reporting of 
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Bio-data by Hong Kong graduates has specifically shown that the graduates tended to engage in 
deceptive behavior when reporting Bio-data for recruitment purposes. (Law, Mobley, wong 2002) 
Thus the conditions in the Chinese labour market may influence the candidate to use justifications. 
Finally the candidate may use apologies to admit that an action was wrong, and that the candidate 
bears responsibility for the action. Apologies can be seen as a form of protective other-oriented 
IM, in which the candidate attempts to create an emotional response in the recruiter, in the form 
of forgiveness. The influence of Confucian social norms of relations (Lun) and harmony (He) 
indicating that the candidate should show respect for superiors, and seek to avoid conflict, may 
prompt the candidate to give apologies. However the influence of Face saving behavior may deter 
the candidate from using apologies as admitting responsibility for something that is wrong is seen 
as losing face. 
Research by Rosenfeld, Giacalone & Riordan (2002:73-108) into the extent to which excuses, 
justifications, and apologies result in the protection of the impression others have of the individual, 
shows that excuses are most effective at protecting impressions. This is because excuses allow for 
the predicament or deceptive behavior which occurred, to be completely ignored. However 
excuses only work to a limited extent. (Rosenfled, Giacalone, Riordan 2002:85) Their research 
further shows that the extent to which justification are effective depend on the similarity between 
the individual and the evaluator. (Rosenfled, Giacalone, Riordan 2002:85) Furthermore apologies 
may work if the apology is believed to be sincere, especially if the evaluator is not directly affected 
by the consequences of the deceptive behavior. (Rosenfled, Giacalone, Riordan 2002:101) In 
relating the research of Rosenfeld, Gicalone, & Riordan (2002) to the MNCs evaluation of 
deceptive behavior by candidates, it may be assumed that excuses are evaluated by Person-
Recruiter fit, essentially as an estimate of whether or not the recruiter feels that the candidate can 
be trusted. Justifications are evaluated as a form of Person-organization fit, as the recruiter will 
need to decide whether or not the values demonstrated by the justification, fits with the values of 
the organization. And apologies are evaluated as a form of person-recruiter fit, as the recruiter will 
need to evaluate if the recruiters emotional attachment to the candidate, and the apologetic 
behavior of the candidate is enough to warrant forgiveness. 
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16.7. Phase 7 – Selection interviews with managers 
Phase 7 is assumed to be very similar to phase 5, with the following exceptions: First that 
communication is more two way with the MNC also performing IM towards the candidate. And 
secondly that the recruiter(s) in phase 7 is more closely related to the specific position in the MNC, 
and will therefore be more aware of the demands for abilities that the position requires. The 
recruiter(s) in phase 7 is thus in a better position to evaluate person-job fit, and this evaluation will 
likely be less subjective as the recruiter(s) can ask deep probing questions to investigate the 
candidate’s breadth of knowledge and command of a given subject area. 
Bearing this is mind it is assumed that the majority of problems which may occur in phase 5, can 
occur in phase 7 as well. Furthermore candidates, whom engage in deceptive self-promotion by 
claiming to possess abilities, will be more likely to have these claims tested and found untrue. 
Moreover problems may occur if candidates use Confucian inspired modesty self-oriented IM, as 
the recruiter in phase 7 is likely to be an expatriate manager in China. Thus it is unlikely that the 
recruiter will share a deep understanding of Chinese culture are societal norms, and therefore 
interpret modesty as weakness. Specifically a study by Cheung (2008) on the influence of Chinese 
culture on expat supervisor, Chinese subordinate relations showed that expat supervisors were 
likely to adopt an arrogant and condescending attitude towards their Chinese subordinates; this 
was explained by the reluctance of Chinese subordinates towards questioning and discussing with 
their supervisor, due to the influence of Confucian principles of He, Wuwei, and Lun. (Cheung 
2008:292-302) Bjørkman and Lu (1999) have found that as a result of the possible bias of both 
Chinese recruiters towards relying on personal relations, and bias of expats towards viewing the 
candidates as inferior, some MNCs have had to change their interview policies. Thus they 
therefore use both local and expatriate interviewers in the selection process, (Bjørkman and Lu 
1999:20) so that the bias of one recruiter concerning the IM and fit of the candidate does not 
determine the recruitment decision.   
16.8. Phase 8 – References check 
In phase 8 candidates may make use of the same IM strategies as in phase 6 if caught in deceptive 
behavior. Furthermore reports by Manpower (2006) indicate that some candidates make use of 
the references check phase to encourage others to perform deceptive other-oriented IM relating 
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to the candidate. Thus the candidate may instruct a former manager to not only complement the 
candidate, but also exaggerate the performance and compensation of the candidate. (Manpower 
2006) This giving of Face to the candidate from a former superior is intended to be seen as a 
strong sign of respect for the candidate, and will usually also involve a reciprocal relation where 
the candidate returns the favor with another favor.  
16.9. Phase 9 - Hiring 
Finally in phase 9 the pool of candidates has been narrowed down to a single candidate that will 
be offered the position, and thus recruited by the MNC. Or in some cases a group of individual 
candidates that will each be offered similar positions. Either way the selected candidate(s) are 
assumed to be the candidate(s) who have been evaluated to possess the best fit with the job and 
organization in the recruitment process. However research by Downing, Rouleau, and Stuber 
(2008) indicates that most candidates will enter the recruitment process of multiple MNCs, or 
corporations. And as the typical MNC recruitment process lasts 10-12 weeks, candidates will have 
plenty of time to go through the recruitment process and compare the compensation packages. 
(Downing, Rouleau, Stuber 2008:5) This behavior can be seen as a form of deceptive other-
oriented IM, as the candidate possibly feigns genuine interest in working in the position in the 
specific organization. The purpose of this other-oriented IM is assumed to be to reach phase 9 
where the candidate is offered a position, and given the opportunity to negotiate compensation. If 
successful the candidate will then in the “best case scenario” be able to engage the employers in a 
bidding war for his/her abilities. This form of behavior is most likely an indirect result of the one 
child policy, as prestige, compensation, and Face, rather than challenging and interesting work, or 
good work-life balance, have become the primary aspiration of many Chinese candidates (Fong 
2004).  
16.10. Analysis part conclusion 
Thus it has been analyzed how the cultural and social context influences the use of impression 
management by candidates, which in turn influences the MNCs evaluations of Fit, which result in 
either acceptance or rejection of candidates for recruitment in western MNCs in China. It will now 
be discussed whether evidence has been brought forward which is sufficient to either validate or 
invalidate H1 and H2, as well as what has been learned concerning the question asked in the 
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problem formulation. This discussion will form the basis on which the conclusion of the report 
made. 
17. Discussion 
H1: The large majority of Chinese candidates do not fit the minimum requirements of 
employment in western multinational corporations in China. 
The first hypothesis (H1) put forth the assumption that the majority of candidates do not fit the 
minimum requirements of working in a MNC due to a lack of qualifications.  
To test H1 a survey of the minimum requirements of entry-level engineer positions in western 
MNCs in China as they appear in job advertisements (S2) was carried out, this survey was 
supplemented with a similar survey focusing on the minimum requirements of management 
positions in western MNCs in China (S1). The data from these surveys was then combined with 
data from the context in part 1 of the analysis to assess whether or not an objective demand-
abilities person-job fit could be identified and evaluated. 
The finding of part 1 of the analysis was that the main ability that candidates could be argued to 
lack was sufficient English language proficiency, which was also the most frequently demanded 
ability by MNCs. Furthermore it was found that although candidates could be argued to possess 
communication and team-work abilities, these abilities may not be in the same form as those 
demanded by the MNC, thus communication and team-work abilities were also found to be 
lacking to a more limited extent. 
As documented in the problem area in chapter 1 numerous sources have presented findings and 
predictions which indicate that about or less than 1 in 10 Chinese graduates would be fit for 
employment in a MNC. (Farrell and Grant 2005) Specifically it has been found that 10% of Chinese 
graduates majoring in engineering are fit for employment in a MNC. (Guthridge, Komm, Lawson 
2008 p.52) If the outlined figures and the findings of part 1 of the analysis are credible, the 
conclusion which must be drawn is that poor English abilities, as well as incompatible 
communication and team-work abilities, are the causes that result in the rejection of 90% of 
Chinese graduates for employment in western MNCs, as 90% of the Chinese graduates are not 
objectively evaluated to possess demand-abilities person-job fit. It seems highly unlikely that this 
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conclusion is a valid or sufficient explanation of why the large majority of candidates are not 
evaluated as fit for the job. 
In particular there are a number of points which argue against the findings of part 1 of the analysis. 
Firstly, MNCs by definition operate within multiple national markets, and for the large majority of 
very large MNCs the operations also extend into national markets where English is not the first or 
even second language. Thus if it is found that insufficient English ability is the main reason which 
excludes the large majority of Chinese candidates from employment, it must be assumed to be 
true that English is essential to perform the jobs and positions offered by western MNCs in China. 
However the job ads surveys (S1 and S2) showed that for the large majority of positions and jobs 
in China, the candidate will exclusively focus on operations within the Chinese market, and as such 
typically interact with Chinese buyers, suppliers, stakeholders, officials, managers, etc
11
. Moreover 
first hand reports from Chinese employees of western MNCs in China indicate the same, many 
Chinese employees state that the only time they have used English in their jobs was in the 
recruitment process. (Xu and Li 2003) 
Taking a critical look at the McKinsy (Guthridge, Lawson, Komm 2008) finding that 10% of Chinese 
engineers are fit for employment in an MNC, reveals that the figures are generated based on 
interviews with HR managers in western MNCs, and thus only reflects the recruiters’ subjective fit 
evaluation of the Chinese engineers. Furthermore in the discussion on the identification of fit in 
chapter 3 it was outlined how it in practice can be very difficult to conduct objective fit evaluations 
Chinese candidates. Thus the type of data from the recruitment process which the HR managers in 
the McKinsey (Guthridge, Lawson, Komm 2008) and similar studies (manpower 2006; Downing, 
Roulou, Stuber 2008; DDI Executive summary 2006) are assumed to have relied upon is not likely 
to be objective either.  
If fit evaluations are generally based on subjective identifications of fit rather than objective 
identifications of fit, and the theory that a subjective fit only exist if a subjective fit is identified by 
the recruiter to exist, is accepted. (Sekiguchi 2004:181) Then it can be argued that a candidate 
simply does not fit the minimum requirements of a job, unless the candidate can give the recruiter 
the impression that a fit exists. Similarly a fit will exist between the candidate and the job, 
                                                           
11
 this information is based on the job ads surveys conducted in this project  
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organization, and recruiter, as long as the recruiter is not given the impression that such a fit does 
not exist. In the recruitment process the candidate is thus an actor, trying to play the role of a 
candidate that fits, towards a skeptic audience of MNC recruiters.  This was the assumption put 
forth in H2 with the following wording: 
H2: The recruitment process of western MNCs in China is primarily determined by impression 
management conducted by Chinese candidates, and impression interpretation by western MNCs. 
Thus H1 and H2 are interrelated. The fit of a candidate is evaluated based on the impression 
management carried out by the individual, and this act is performed with the purpose of giving the 
recruiter the impression that subjective fit exists. As the perception that only about 10% of 
Chinese candidates are fit for positions within western MNCs cannot be satisfactorily explained 
with a genuine lack of qualifications, an explanation may be drawn from the combination of H1 
and H2. It is possible that the large majority of Chinese candidates simply fail in giving recruiters 
the impression that they are fit for the position. Part 2 of the analysis outlined the possible actions 
by the candidate that result in rejection, and explained the reasons why these actions may occur. 
However when reviewing the results of the analysis, it becomes clear that the underlying causality 
that determines why the majority of candidates are not considered fit for recruitment, can be 
explained by means of Goffman’s (1959)  impression management theory. Essentially the cause of 
the problem is a fundamental disagreement between the candidate and the recruiter(s) 
concerning how the role of a candidate should be performed in the recruitment process. 
Therefore the candidate unintentionally, and unwittingly, performs a discrepant role (Goffman 
1959:140) that in the view of the audience undermines the impression fostered by the candidate 
of a fit candidate.  
However this discrepancy largely occurs because the candidate’s performance is not evaluated on 
its own terms. The performance that the candidate puts on to give the MNC an impression of fit is 
the result of years of immersion in Chinese culture and society. Values, norms, and ways of 
performing have been instilled in the candidate that are difficult to adhere from when entering 
the recruitment process of a MNC, it is these values, norms, and ways of performing which give 
lead the candidate to perform discrepant roles, and consequently fail to give the audience an 
impression of fit. Based on the insight gained from the analysis it is hypothesized that at least two 
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specific types of performance  by Chinese candidates, during the recruitment process of MNCs, 
can be identified as resulting in discrepant role,. These are 1) A modest/respectful performance, 
and 2) A deceptive performance. 
17.1. The modest performance 
The modest performance is developed as a result of the influence of Confucianism. The Confucian 
principle of relations (Lun) is central to understanding why an actor may put on the 
modest/respectful performance. Basically Lun encourages the individual to perform the role of an 
inferior towards those in a relation that are identified as being superior, Interestingly this is 
because in Confucian theory there exists the implied assumption that the superior will use the 
power granted by this relation to the best interests of the inferior. (Cheung 2008:287)  
Thus the Asian American managers in Xin’s (2004) study used job-oriented IM because they 
ascribed to the assumption that their effort would be noticed and rewarded by their superior. 
Likewise candidates will put on the modest/respectful performance in the recruitment process 
because they identify themselves as the inferior party, and the recruiter as the superior party. The 
candidates (inferior party) are therefore likely to rely on the recruiter (superior party) to offer 
them chances to highlight their skills and abilities. This means that Chinese candidates are likely to 
perform a relatively passive role compared to the recruiter’s role which they believe should be 
initiating the discussion of the candidate’s abilities and fit.  Thus when western MNC’s recruiters 
fail to bear this in mind, and treat the Chinese candidates as western candidates, and expect them 
to take the initiative to perform self-oriented IM during the job interviews, it is likely to create 
misunderstandings which might lead to rejection. The way in which such misunderstandings may 
occur was for instance demonstrated in the analysis of phase 5 of the recruitment process, in part 
2 of the analysis.  
A candidate adopting the modest performance, therefore performs a discrepant role, as MNC 
recruiters are assumed to be used to candidates trying to persuade them of their abilities, rather 
than holding back. 
17.2. The deceptive performance 
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The deceptive performance is based on the principle that what determines the evaluation of fit is 
the subjective identification of fit. Thus the candidate may seek to exploit this by giving of an 
impression that does not accurately portray the candidate’s actual abilities. The deceptive 
performance can be carried out by faking, cheating, lying, exaggerating, or similar, and is generally 
explained as occurring due to the influence of the pressures put on the candidate from all kinds of 
directions such as the high levels of graduate unemployment in China, competitive educational 
system and one child policy. As well as the respect and Face which power, wealth, and status 
typically grants an individual in China. 
The deceptive performance results in the performance of a discrepant role, if the performance of 
the candidate is discovered to be deceptive. The analysis of the recruitment phases demonstrated 
a number of ways in which this may occur. When deceptive performance is discovered, it is very 
likely to lead to rejection.  
17.3. Part conclusion  
When the two hypotheses were formulated in the problem area, the rationale was that in order to 
answer the problem formulation, which asks what causes the Chinese talent shortage paradox, it 
would be necessary to invalidate H1 by proving that Chinese candidates actually do possess the 
skills and abilities that western MNCs require. If H1 could be proven invalid it could then form a 
basis for arguing that H2 must be true, meaning that the impression management of Chinese 
candidates, influenced by Chinese culture, is the cause of the “shortage amid plenty” paradox.  
Surprisingly, after an in-depth discussion of the findings of the analysis it seems that Hypothesis 1 
has been proven to be both valid and invalid. Evidence has been presented in part 1 of the analysis 
which invalidates the hypothesis 1, as it was found that it cannot reasonably be assumed that the 
large majority of Chinese candidates do not in objective terms fit the minimum requirements of 
the MNCs. This conclusion was based on a comparison of the MNCs’ requirements generated from 
job advertisement surveys, and the contextual data concerning the candidates. However in 
discussing the findings of step 1 of the analysis, it was found that whether or not the candidates 
objectively fit the minimum requirements of MNCs is in practice completely irrelevant. Instead 
what really matters is the subjective identification, and evaluation, of fit by the MNCs recruiters. It 
was found that if the MNCs recruiters are not persuaded that a fit exists, then it becomes true that 
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a fit does not exist. And as multiple studies (Guthridge, Lawson, Komm 2008; Manpower 2006; 
Downing, Roulou, Stuber 2008; DDI Executive summary 2006) have found that recruiters 
subjectively identify only around 10% of candidates as being fit, then based on the impression of 
recruiters, a fit only exists with 10% of the candidates. Thus hypothesis 1 is valid as even though a 
large majority of candidates are objectively fit for recruitment, they will not be recruited because 
they are not subjectively seen as fit. This simultaneously validates hypothesis 2 as the impression 
management of candidates, and impression interpretation of recruiters is proven to determine 
recruitment. Based on this surprising validation of both H1 and H2, it was found that the root 
cause of the existence of the paradox is a difference between the candidate and the recruiter(s) 
on how the role of the candidate is defined. It was found that this difference results in the 
candidate performing discrepant roles. The consequence is that the recruiter gains the impression 
that the candidate cannot be subjectively identified as fitting with the job, organization, or person. 
Finally it was found that the two performances by a candidate to result in discrepant roles, was 
the modest/respectful performance, and the deceptive performance.  
Based on these insights it is now possible to conclude the project by answering the problem 
formulation. 
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Chapter 6: CONCLUSION and GENERAL PERSPECTIVE  
The purpose of this project was to investigate the causes of the existence of a paradox in the 
Chinese labor market, which has been termed “shortage amid plenty”. The paradox in short 
relates to the fact that China currently produces so many university graduates that up to 40% of 
graduates are unable to find employment. However at the same time western multinational 
companies in China report that it is so difficult to find graduates fit for recruitment, that the MNCs 
are forced increase compensation to retain their current employees. Two hypotheses were 
outlined that represented two possible but conflicting explanations for the cause of the paradox, 
the first hypothesis (H1) stated that the paradox was caused by the graduates not fitting the 
minimum requirements, whereas the second hypothesis (H2) stated that the problem was instead 
caused by impression management by the candidates. These hypotheses were then subjected to 
in-depth analysis using a combination of fit theory, impression management theory, and 
contextual data concerning Chinese culture and social conditions. 
The conclusion that has been reached is the paradox is believed to be caused by a combination of 
the explanations offered in hypothesis 1 and 2. Thus the cause of the paradox is concluded as 
being that the western MNCs in China are not able to fulfill their demand for highly qualified talent, 
because the general impression exists that the highly educated university graduates do not Fit the 
minimum requirements of the western MNCs, despite the finding of the research that the 
qualifications of the highly educated graduates do in fact Fit the minimum requirements of the 
western MNCs if evaluated objectively. 
It has moreover been found that Fit as a concept cannot in practice be considered as a constant, 
the existence of which can be verified by means of objective scientific measures. Rather the 
concept of Fit is a social construct that exists as a result of the impressions formed by the recruiter 
of the candidate, in the social interactions and exchanges of information between candidate and 
recruiter. Through the use of impression management a candidate can therefore cause Fit to come 
into existence or disappear.  
The conclusion of the research that the paradox exists because Fit does not exist is therefore only 
true because the general impression has not been created that Fit does exist.  
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18. General Perspective  
The findings of the report are that fit is determined by the recruiter’s impression of the candidate 
which in turn is determined by the impression management of the candidate. It has been assumed 
in the analysis and discussion of chapter 5 that this impression of fit to a large extent is caused by 
a lack of understanding of the Chinese candidate by the recruiter, as the recruiter is assumed to 
view the candidate from the perspective of the MNC. Essentially one of the central arguments has 
been that Chinese culture implies the performance of certain forms of impression management, 
and that the performance of the candidate would be likely to result in the impression of fit if only 
the audience understood the performer. This assumption has not been tested, and therefore 
presents a problem for the reliability and validity of the findings of the project. A possible way of 
testing the assumption would be to conduct the same research but instead focus on the fit 
between Chinese candidates and Chinese corporations. The research questions for that research 
would then be to explore if Chinese corporations experience talent shortages similar to those of 
western MNCs. McKinsey (Lane & Pollner 2008:2) reports that they do, and if this is proven to be 
supported by other studies, then research into which problems candidates experience in 
performing impression management towards Chinese corporations, may be very enlightening. 
Another dimension which has not been analyzed sufficiently in this project is the basis on which 
recruiters interpret impression management by Chinese candidates, and the impressions 
concerning Chinese candidates which are common among recruiters. Research into this subject 
would further shed further light on what types of performances result in an impression that the 
candidate is not fit. 
Finally given more time a critical analysis of the organizational culture of MNCs would have been 
carried out with the purpose of providing further insight on the criteria that determine person-job 
and person-organization fit.   
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APPENDIX 
19. Guanxi    
The rough translation of guanxi is “connections”, “relationship” or “networks”. Some scholars 
(Kipnis 1997; Dunfee &Warren 2001) stated that it is impossible to make a clear definition or 
direct translation of guanxi. As a native Chinese who is born in China and lived there for around 19 
years, it is understandable that the complication and challenge guanxi has brought to western 
academics and business world. A good starting point which might provide a general understanding 
of Guanxi as well as its complication is the Chinese Hanyu Dictionary. Guanxi, the word itself is 
polysemy, as there are at least 5 definitions in Chinese Hanyu Dictionary 2000: 
“First, Guanxi is used to denote the existence of a relationship between people who share a 
common status group or are related to a common person…. Second, Guanxi is used to describe a 
way of behaving which is relatively diplomatic, involving practices such as regular visiting, 
reciprocal exchange of favours and gifts. Third, Guanxi can be used as a term of bearing 
forgiveness… Fourth, Guanxi could be used as an indicator of a causal relationship between two 
factors…Fifth, Guanxi could be used as a verb, adjective or noun that indicates a consequential 
(cause and effect) relationship…”  (Law and Jones 2009) 
Nevertheless, definition 1 and 2 are normally applied in social interaction among individuals, as 
these two meanings of guanxi directly refer to the practical form of guanxi. 
Guanxi literature review 
It is possible to argue that guanxi’s multiple meanings; its wide range of applications and its 
evolution in Chinese society have strongly influenced the development of guanxi in academic 
scholarship (Gold et al 2002 P5). From a historical perspective, guanxi was not intensively and 
directly disentangled until the mid-70s. This happened along with the Chinese economic reforms 
and the open door policy, as this brought easier access to interact with mainland China.  Back in 
the 70s and 80, scholars like Jacobs J. Bruce (1980, 1982) had mainly studied guanxi from a 
political perspective. Hofstede (1980) did not apply the term guanxi directly in his cross-cultural 
management in workplace studies, but he has admitted that Chinese social relationships are 
strongly embodied in Chinese society and has great impact on people’s daily life. The famous 
Chinese anthropologist and sociologist Fei Xiaotong (1992)[2] has presented Guanxi from a 
sociology perspective and he focused on the importance of social networks and how it shaped 
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Chinese society. He argued that unlike western society, the society structure consist of clear and 
independent organization, Chinese society is based on a “overlapping networks of people linked 
together through differentially categorized social relationship.”(ibid p.20)       
He outlined four key characteristics of Guanxi: 
“1. Networks are discontinuous and they center on the individual and have a different 
composition for each person. 2. Each link in a network is defined in terms of a dyadic social tie. 3. 
Networks have no explicit boundaries. 4. The moral content of behavior in a network society is 
situation specific.” (Fei 1992 P20-26) need to rewrite 
Guanxi scholarship has been further developed intensively by both Chinese and western scholars 
in the 90s. There have been large amount of fieldworks such as Yunxiang Yan (1996), Andrew 
Kipnis (1997), Mayfair Yang (1994), Fangzhi Dong (1998).    
Maybe because of Guanxi is deeply rooted in the Chinese society, it is still an ongoing, prevalent 
topic nowadays. In the book “social connections in China” edited by Gold, Guthrie and Wank 
(2002), many scholars have reviewed their old findings in this volume and come up with new 
interesting insights to Guanxi scholarships. 
First of all there is Andrew Kipnis, he has done large amount of the field research in Chinese rural 
area where he applied different analytical approaches to study Guanxi. He has been more focused 
mainly on the practice of Guanxi than the definition of it. However he reviewed his previous 
studies and tried to finally outline a definition of Guanxi in this volume. Even though his Guanxi 
definitions were presented in different forms, his main arguments were still centered on the 
relationship between practices of ganqing avoidance and practices of Guanxi production. 
“practices of Guanxi production reply on strategic and more or less successful attempts to 
generate ganqin and manipulate obligations.”(Kipnis 2002P.28)      
Bian Yanjie “argued that Guanxi remains a persistent and impartent factor in the allocation of jobs 
in urban China. Based on an in-depth study of 100 job seekers, who acquired 392 jobs between 
1992 and 1997, Bian finds that more than half of these job shifts used Guanxi to gain employment. 
(Gold et al 2002 P.19) he further argued that the Chinese labour institutional structure is still 
problematic therefore people are still relying very much on Guanxi to achieve advantages. In my 
opinion employees in a workplace probably give different treatment depending on the extent and 
quality of others’ Guanxi. i.e A might have a more welcome, open or acceptable attitude towards B 
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at work if A knows that B is the family of the boss or that B has very good guanxi with the boss of 
the company. 
Nevertheless, Amy Hanser on the other hand has concluded contrary findings than Bian based on 
her research. She “argued that individuals do not rely heavily on Guanxi to secure jobs in urban 
China today”. (ibid)    
James Farrer, Scott Wilson and Pitman Potter on the other hand, have mainly focused on the 
linkage between Guanxi and some other social norms in Chinese society. The most interesting 
finding is James Farrer’s finding that gossip plays important role in social interactions. (ibid P.20) 
Buckley et al (2006) focus on the Guanxi relation between firms and government bodies. They 
emphasized that it is extremely important for foreign investors to establish good institutional 
connections both at a local level and at a governmental level. Law and Jones (2009) looked at 
Guanxi from a more strategic angle where they analyzed the impact that Guanxi has on Human 
resources management practices in terms of knowledge sharing and exchange. They designed a 
Guanxi-oriented model of HRM which is tailor made especially for the Chinese context. 
Diverse perspectives on Guanxi 
Furthermore all of the literatures mentioned above have taken a specific angle to analyze Guanxi. 
Regardless of which perspective, guanxi has been concluded in general to have both positive and 
negative connotations. Positive aspects are: 
“Guanxi relations can reduce uncertainty, lower search and other transaction costs, provide usable 
resources, and increase international pleasure and a sense of connectedness. They provide 
informal ways to reduce environment uncertainty and opportunistic behavior. Guanxi networks 
are flexible, efficient, available, and custom-tailored sources of social capital that are low in 
financial cost.”(Gold et al2002) 
However there is a larger proportion on the negative sense of it, such as Guanxi is a barrier that 
prevents the development of the legal and the economic system, and furthermore supports and 
nurtures corruption. And that Guanxi is strongly associated with the phenomenon of nepotism. 
Gold and other scholars however attempted to look at Guanxi from a more neutral perspective 
and they argued that “Guanxi is a fundamental web of interpersonal relations permeating Chinese 
societies that should not be facilely dichotomized into “bad” bribery relations and “good” 
friendship ties.” (Gold et al 2002 P.222) 
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A conceptual tool or a “native” one [3] 
Another interesting ongoing discussion on Guanxi is that, on one hand there are scholars who 
believe that Guanxi originates from Chinese culture and expanded in Chinese society, it will 
therefore continue to expand and will even have deeper impact on Chinese economic system. On 
the other hand, there are scholars who argue that Guanxi is just a language term that Chinese 
happen to exercise more intensively in comparison with other societies. Guanxi shares the same 
meaning as some western words such as personal networks, social capital, and gift economies. 
(Gold et al 2002 P.9) 
The characteristics of Guanxi:  
According to (Gold et al 2002), Guanxi to some extent share similar characteristic as Pierre 
Bourdieu’s concept of “social capital” which “is the aggregate of the actual or potential resources 
which linked to possession of a durable network of more or less institutionalized relationship of 
mutual acquaintance and recognition- or in other word, to membership in a group-which provides 
each of its members with the backing of the collectivity-owned capital, a “credential” which 
entitles them to credit, in the various senses of the word. (1986, P 248-249)”     
This argumentation tallies with one of the characteristics of Guanxi that guanxi is implicit in terms 
of mutual interest and benefit. According to (Yang 1994) that in a Guanxi relationship there is no 
clear or written rules to indicate what people need to do and how to do it. In other words, as long 
as guanxi is established by two parties, it implies a mutual trust between the two parties that they 
can use (ask favor from) each other. And there is to some extent certain obligations and 
reciprocity embodied within each guanxi so that if a person says yes to a gift or favor, he/she 
ought to perform a favor or give a gift in return (Yang 1994). 
Unlike social capital, the second characteristic of guanxi is that there is no time limit which means 
that if both parties believe that it is worth to continue the relationship they will keep the gifts 
flowing in order to ask favors in the future. Thus, gifts and favors become the products of guanxi 
obligations and reciprocity (Yang 1994). Interestingly, there are many different ideas and 
approaches permeating Chinese customs which teach people what to give, and how to give gifts, 
because sometimes gifts are quite important in the way that the gifts can decide whether the 
request will be performed or not.  
Thirdly, the quality of Guanxi is all depending on how people perceive and value the guanxi. From 
a social hierarchy perspective, vertically, people with a lower status who intend to ask favor will 
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give gifts and initiate establishing the guanxi. The gift receiver does not need to give gifts back in 
return; instead they just need get the things done as requested or grant the favor. In some 
situation, “gifts flow only up the social status hierarchy, with the recipient always superior in 
status to the giver.” (Yan 1996, P.21) Thus there is arguably more instrumentalism and reciprocity 
in vertical guanxi networks. According to Bian “Rationally, individuals cultivate and utilize their 
social connections in order to satisfy their personal interests. As an exchange, they have an 
obligation to assist others who are connected to them.” (Bian 1994) 
Horizontally, guanxi become more like a friendship and there is more sentiment engaged at this 
level, as there is less chance for them to ask favors from each other due to the similarity of their 
social abilities, so it is possible to argue that people who are in the same level of social status 
normally exchange gifts to maintain guanxi between each other because they like each other.  In 
terms of the rule of how they do it, an interesting example is for instance if party A gives B a gift 
worth around 200dkk, in return B needs to give a gift worth no less than 200 dkk, otherwise B will 
lose his face and might further damage guanxi.   
Last but not the least; guanxi is tightly attached with sentiment (ganqin) in Chinese society. “In 
guanxi, feelings and instrumentality are a totality.” (Kipnis, 1997 P.23) He further argued that 
guanxi, ganqin and instrumentality are interrelated with each other, that the more ganqin there is, 
the better quality of guanxi which might lead to more and better benefits. In the end everything 
depends on the quality of the benefit which is given in return, a good benefit might enhance, or 
stabilize the ganqin whereas an inadequate benefit might damage the ganqin, and thus influence 
the gaunxi. (ibid, P.23) Due to its informal nature guanxi can always be broken off by either party, 
but there is a risk that their reputation might be damaged, so once the guanxi is established, both 
parties have a responsibility to cultivate it (Gold et al 2002 P 9). 
To sum up, guanxi is usually somewhat emotionally involved and reciprocal based, contextual 
based, informal relationships with no time limitation. 
The significance of Guanxi: 
As demonstrated most Chinese have recieved extensive indoctrination and training in the complex 
art of navigating the Chinese guanxi relations networks. It is therefore possible to say that most 
Chinese candidates for recruitment to MNC's will possess very strong and acute interpersonal skills, 
in many cases much stronger interpersonal skills than their foreign colleagues.  
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However as the outline has also served to illustate the nature of Chinese interpersonal relations 
differ considerably from that of American or European culture, and therefore from the work 
culture in most MNC's. 
 
This doesn't necessarily mean that the Chinese candidate is unfit for a position in a MNC, rather 
the finding should be the opposite, the complexity of China's guanxi culture should indicate that 
any candidate whom confidently and successfully utilizes guanxi demonstrates strong 
interpersonal skills, and possesses many of the skills required to navigate a global workplace, 
provided that the individual learns the foreign cultures and values. 
 
20. Job ads survey data 
The data collected in the survey of job advertisements in China can be found online on Google 
docs. An account has been created specifically for the purpose of sharing the data with the reader, 
and the reader is free to log on the account at any time. 
Simply follow these steps: 
1) go to www.Docs.Google.com 
2) Type in the email field  “jobadssurvey” 
3) Type in the password field “jobads2010” 
4) Open the spreadsheet “job ad surveys final” 
Enjoy the wonders of modern technology :-P 
